ABSTRACT
THE C OMMON LEADERSHIP QUALITIES OF NAZARENE WOMEN PASTORS
WHO HAVE LED GOOD TO GREAT CHURCHES.
by
Mary Rearick Paul
The purpose of this research was to investigate qualities shared by women
Nazarene pastors who have led churches from good to great. The common leadership
qualities were compared to the qualities of “Level Five” leadership presented in Jim
Collins’book Good to Great.
The exploratory research entailed case studies of four churches using a
combination of interviews, questionnaires, and documentary sources to determine
predominant qualities of leadership portrayed by the pastors.
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CHAPTER 1
UNDERSTANDING THE PROBLEM
One of the burning passions of my adult life has been to discover how I as a
woman would be able to fulfill my call to pastoral ministry in the Church of the
Nazarene. Another subsequent passion is how to lead a church in such a way that it
fulfills its potential in becoming a healthy, vibrant community. Both of these streams
affect a pastor’s professional development.
When I entered into pastoral ministry in 1987, I understood that as a woman in
my church tradition I would be among the minority. I understood the challenge my
minority status would create as I sought a place of ministry, the isolation that would
occur at pastoral gatherings, and the difficulties others may face in accepting me as a
colleague. What caught me by surprise was the difficulty I encountered in my
professional development and identity. The source of these problems was not
immediately evident to me. Certainly I was developing as a professional minister. I
experienced some success and encouragement. I had a good sense of myself and my
abilities. At times, however, I found the ministry models being offered had limited
application to my own life. Furthermore, as I led the local church moments arose in
which I wondered if my own reactions and others’ reactions to me were gender based.
Part of the difficulty in sorting through these questions was discerning the
difference between obstacles I faced that were gender based and those common with my
male colleagues. I came to understand the real limitations in my ongoing development
because of the male domination of all the resources for ministry such as books on church
leadership, helps from denominational headquarters, and examples of successful models
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and mentors. These resources were not without value, but they were not sufficient. The
most obvious problem is when masculine language is used exclusively for pastor. The
materials often reflected an underlying assumption that the spouse would be home taking
care of household needs full-time. The models also presented problem-solving techniques
lacking in a full reflection of relational complexities. Sometimes I would not even be able
to pinpoint why the resources did not resonate, I just knew they did not express a style of
leadership with which I connected. Often I would interpret the dissonance as a lack in my
own ability to lead.
I have often fought for inclusive language when my denomination speaks of
pastors and people in leadership as an important first step. While my church still
struggles to make room linguistically for women pastors, the affirmation and acceptance
of women in pastoral leadership needs to move to a deeper level. Language changes are
important but not enough. The church, especially an international church, needs to find
ways to invite people to the leadership table who will reflect different ways of
processing, problem solving, and leading than a white male paradigm.
Women have not had a significant voice or visible presence in the Church of the
Nazarene for a long time. Obstacles exist for women from when they first sense a call.
Whenever a group of Nazarene women pastors gather, stories of difficulties when
seeking the ecclesial community confirmation of their call and finding a pastoral
placement will be commonly shared. Talking with the members of the religion
departments in Nazarene universities, colleges and seminary all reveal a growing
frustration that some of their best female students are being lost to other denominations
because of the difficulty in finding places to serve. These realities, along with the
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complex dynamics of being a woman in a predominantly masculine role, make for a
unique experience. Women who serve as senior pastors have a distinctive story that needs
to be told. A pastor who is a woman in a predominantly male clergy based has gained a
perspective which has much to teach other pastors, male and female. In recent years a
number of books have looked at this unique experience. Most notable are the books by
Carol Becker and Sarah Sumner. Further studies regarding female pastors’ style of
leadership, unique obstacles, and common themes that arise from their perspective is
needed.
My interest is to discover if shared leadership qualities can be found among
women senior pastors who have shown a level of success. This study is limited in scope
but is a step to understanding better the qualities of leadership and perceptions of
successful women pastors.
A plethora of books on leadership, written predominantly by men, exists in both
the secular and Christian market. Leadership has been defined in various ways and
described by various characteristics. The descriptions of leaders often have a functional
focus, such as leaders are people who get things done, who communicate a clear vision,
and who are able to galvanize followers to a common goal (Stanley; Maxwell; Galloway;
Drucker). These functions may be important aspects of effective leadership, but a recent
work by Jim Collins has begun to look at the deeper exploration of character qualities
that are fundamental to good leadership. The leader who has the charisma for creating
spurts of growth may not have the qualities necessary for strong long-term leadership.
Furthermore any consideration of church leadership must also probe the particular
demands that Christian self-identity makes on the way leadership is carried out. This
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study explored the impact that being Christian women had on the leadership of these
successful pastors.
Recent leadership materials, both secular and Christian, are utilized extensively in
the second chapter to review potential leadership qualities. Works, which include those
by Collins, Robert Greenleaf, Henry and Richard Blackaby, and others, provide insights
into character qualities that reflect the themes of service, humility, and power.
Furthermore, additional information that women’s studies provides augmented the
development of thought regarding women’s ways of knowing, learning and ultimately
leading. Recent works by Becker, Carol Gilligan, Sally Helgesen, Sumner, and others
will add tremendously to understanding the unique experiences of women pastors.
Christian leaders have, at times, ignored business models of leadership due to the
assumption that the information would be unrelated to church leadership viewing the
pastor solely as a shepherd. At other times they have embraced business models that
primarily view the pastor as a CEO. Various authors and pastors are attempting to
discover a middle ground that incorporates business skills with theological reflection in
creating a philosophy of leadership. Books by Blackaby and Blackaby and J. Oswald
Sanders, both entitled Spiritual Leadership, explore the unique characteristics of Christian
leadership. Viewing leadership from this perspective gleans from business models while
at the same time examines the application of those models through the filter of a
commitment to a Christological understanding of servant leadership. Themes that often
seem to arise in models of leadership based on the life of Christ reflect the humility as
well as the power of Christ’s life and call. Calvin Miller addresses the need for church
leaders to utilize the lessons of the business world. He stresses throughout his work that
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this new age is one in which the church must be business savvy but cautions that all will
be lost if pastors are not first Christocentric. The primary description of a Christocentric
life is one of servanthood:
The century about to dawn requires servant leadership. The church
everywhere has come under a microscope because of her hypocrisy and
corruption. She has really been under the scope of media scrutiny because
many of her pastors and evangelists have lacked leadership and integrity.
Thus the number one quality that must mark tomorrow’s leaders is
servanthood. (17)
Effective church leadership involves a complex combination in which the primary
commitment is to Christ. This commitment does not preclude the utilization of the
lessons found through business leadership. The goal is still effective leadership whether
in a church setting or elsewhere.
At the same time certain business leadership studies have discovered the
importance of a spiritual component in their models. Erwin McManus says “[t]rue
leadership affects the soul of the organization and the spirit of people” (135). Collins
seems almost inadvertently to make discoveries regarding spiritual qualities in good
business leadership. Leadership models like those presented by Collins and Greenleaf
reveal underlying Christian principles. Collins specifically avoids using the language of
servant leadership because of the religious and sociological connotations associated with
this phrase. His research team is concerned that the title “servant leadership” would
overemphasize humility without the important balance of professional will. He decides
instead to refer to this leadership as “Level Five” leadership (30). Level Five leadership
does match what authors of church leadership consistently call servant leadership.
Servant leaders are those who understand their power as a gift for the service of others.
They understand their abilities and the abilities of others. In Collins’ work the leadership
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team including the primary leader understands that the goal is for the whole company to
flourish rather than one particular person to rise as a star. Collins’ hesitancy at using the
term servant leadership is an attempt to draw some distinctions from general assumptions
and emphases by those who previously used the term.
Greenleaf uses the term with a broader scope that includes both business goals
and the concern for the community good. He includes the impact of the business on the
local economy and community health (Servant, 29). Collins did not view the servant
aspect of Level Five leadership as embracing that large a notion of service. An additional
concern is that the using the term servant leadership might cause the readers to assume
humility and service as a primary quality and miss the necessity for the blend with
professional will (30).
Collins’ seminal work introduces the phrase “good to great.” The index used by
Collins’ research group to define good to great businesses was based on stock returns.
The “good” was defined as a company with fifteen years of cumulative stock returns at or
below the general stock market. The “great” was defined as when this same company hit
a transition point and then began having cumulative returns at least three times the market
over the next fifteen years (6). Fifteen years was chosen as a parameter because it
transcends one-hit wonders and lucky breaks and exceeds the average tenure of most
CEOs. The demand for three times the market was chosen because it exceeds the
performance of most widely acknowledged great companies.
Some qualifiers were used to assess a business’s rise to success. The success of
the company must be independent of the industry (e.g., if every metal company increases
cumulative returns at the same period of time). Collins does not include employee
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benefits or impact on society as an index. He thinks that while these concerns are
important they are difficult to measure (6).
The work by Collins gives rise to personal questions regarding how I would
describe my own leadership and in what ways this model reflects women’s way of
leading. The primary quality of Level Five leadership is a blend of personal humility and
professional will (20). This characteristic is made evident in the various ways these
leaders enacts their leadership and interacts with others. These leaders rarely talk about
themselves and their own contribution. The center of attention is not themselves but the
larger goal of building a great company. The aim is not immediate success but long-term
greatness. They are not focused on quick accolades but long-term growth and healthy
functioning. They have a commitment to greatness and an unwavering belief in their
company’s ability to achieve that greatness. Level Five leaders portray a ferocious
resolve to do what is necessary to make the company great. They are willing to make
sacrifices and tough decisions. They are able to look with brutal honesty at the realities
and face the implications those realities present.
When looking at the description of Level Five leadership interesting parallels are
found when compared to a biblical understanding of servant leadership, such as service,
humility, and fortitude. Church leaders often refer to themselves as servant leaders. Given
the common values, Collins’ work offers a business model with which the church leader
can dialogue.
The main direction of the current study was to explore potential common
leadership qualities of women pastors in churches that had shown significant growth over
the last three years. While most leaders in the church would understand a church’s
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greatness in broader categories such as health, vibrancy, and fruitfulness, numerical
growth is a valid indicator. The assumption is that this numerical growth would indicate
qualities of leadership among the pastors that might parallel Collins’ findings. This
research ought to find if the combination of humility and professional will might be
evident. From the conclusions of previous studies of women’s shared values it is
postulated that a high value of relationships and connection will be displayed. A
qualitative study seemed to be the best way to begin exploring whether these assumptions
would be found true.
Purpose Stated
The purpose of the proposed research was to investigate leadership qualities
shared by women Nazarene pastors who have led churches from one level of functioning
to a new level of life and vitality (i.e., good to great). These shared qualities would then
be compared to the qualities of “Level Five” leadership as presented in Good to Great
(Collins).
Research Questions
Four research questions were used to guide the study.
Research Question 1
What challenges do women in pastoral leadership face in leading Nazarene
churches?
Research Question 2
What are the common qualities of pastoral leadership evidenced by the Nazarene
women senior pastors of the churches who have led churches from good to great?
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Research Question 3
Are there parallels between these common qualities and the qualities of a Level
Five leader as defined by Jim Collins?
Research Question 4
What congregational dynamics contributed to the leap from good to great?
Definition
Collins’ business index was used as a model for the index created for a good to
great church. For the purposes of this study, the “good” is a North American Nazarene
church that had three years of church reports of morning worship growth at the average
rate of North American Nazarene church growth or less during the same three years. The
church was not marked by any recent crisis, split, or catastrophe. “Greatness” occurred
when this same church hit a transition point and then began growing at least two times
the growth rate of the Church of the Nazarene (North America) over the next three years.
These statistics were found through the International Church of the Nazarene, Research
Center. Morning worship averages were used as the primary indicator since these
numbers are a tracked statistic within the church and are an objective measure easily
gathered. The time span of three years was chosen because it would transcend temporary
fluctuations in attendance and exceed the average tenure of most pastors indicating
sustainable growth.
Collins’ Level Five leadership description was used as a framework for
comparison of leadership qualities. Level Five leadership has the primary characteristic
of humility blended with professional will (20). The Level Five leader would in addition
have showed the competencies and qualities of the first four levels. The lower levels are
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described by Collins as, “[m]akes productive contributions,” “[w]orks effectively with
others,” “[o]rganizes people and resources,” and “[c]atalyzes commitment” (20).
Context of Study
The context of this study is the International Church of the Nazarene in the United
States (US). The Church of the Nazarene began in the late 1800s as independent churches
of the Holiness Movement started to form associations. The Nazarene Church also has
theological roots in the Wesleyan revival of the eighteenth century (Manual 14). The
Nazarene Church is considered an evangelical church with a Wesleyan-Arminian
holiness theology.
The Manual of the Church of the Nazarene reports the year of uniting to be 19071908 (19). The foundation of the new church was fully celebrated at the 1908 General
Assembly at Pilot Point, Texas. The combining churches included those who were led by
women pastors. Within the historical section of the Manual, the contributions of women
leaders were included (6). “The Call and Qualifications for the Ministry” includes the call
of God on women as well as men (Manual 168). A statement adopted later affirmed the
right of women to be appointed and elected to positions of leadership in the Church
(376).
The Church of the Nazarene has grown currently with over 1,466,920 members
worldwide and 643,649 members in the United States. Church growth is the greatest
outside the United States and Canada.
Richard Houseal from the USA/Canada Mission/Evangelism Department of the
General Headquarters of the International Church of the Nazarene created statistical
tables for an Association of Nazarene Sociologists and Researchers (ANSR) meeting at
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Nazarene Theological Seminary in March 2003. These tables disclose that the percentage
of women senior pastors among Nazarene churches in the USA is 3.7 percent (18).
Among the women ordained as elders, 23 percent are unassigned. He reports 10,309
active, credentialed ministers in the US/Canada regions. Only 1,098 of those ministers
are women. At that time no women were general or district superintendents (19). The first
women elected a district superintendent occurred at the New England District in May
2004. The name of the ANSR meeting was “Women in Ministry: What We Say, What
We Do.” The title itself reveals ongoing concerns regarding statements of support of
women in ministry and the obstacles that women face as they seek to fulfill their call in
the Church of the Nazarene. The polity of the church combines Episcopal and
congregational elements which creates some limits on the power of leadership to place
women in pastorates (Manual 6). Several sociological factors have influenced
congregational openness to women in leadership. A significant decrease of women in
pastoral leadership from the late 1920s to the present day has occurred. When I would tell
others of my plans for this study, the first question from those within the Church of the
Nazarene was, “Are there four women who fit that criteria?” The women who are serving
are largely unseen and unheard.
Methodology
This research was an exploratory study utilizing multiple case studies of Nazarene
churches that have made the transition from good to great under the leadership of women
pastors.
Subjects
This study examined four churches. Subjects consisted of the senior pastors,
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ministry leaders, and church members of the four churches designated as meeting the
criteria of the study.
The criteria for churches included in the study are that (1) the senior pastor
leading the church during the time of a positive transition in morning worship attendance
was a woman and (2) the definition of churches that have gone from good to great was
fulfilled. The senior pastors chosen were Rev. Vera Radley of Del City Church of the
Nazarene (Oklahoma), Rev. Tami Wilson of the Frankclay Church of the Nazarene
(Frankclay, Missouri), Rev. Laura Root of the Princeton Church of the Nazarene
(Princeton, Illinois) and Rev. Katherine Widdefield of the Penny Road Church of the
Nazarene (Raleigh, North Carolina).
Instrumentation
The study included researcher-designed, semi-structured interview protocols and
a researcher-designed questionnaire survey. The questionnaire was used with the general
church membership and the semi-structured interview protocols with the pastor and other
church leaders to determine predominant characteristics of leadership portrayed by the
pastor.
Variables
Variables were the potential common qualities among the senior pastors. The
primary dependent variable was the progress each church made in moving from good to
great. Several intervening variables were also considered. One interviewer was used for
the interviews. Other variables considered were length of subjects’ involvement in church
and professional background, demographics, and history of the church.
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Data Collection
Following identification of churches that fit the definition of a good to great
church under the leadership of a women pastor, I contacted the pastors regarding their
willingness to participate in this study. Church demographics and history were gathered
through the senior pastor, and demographic studies were available through the General
Headquarters of the Church of the Nazarene.
Questionnaires were handed out to adult members. Instructions were given to the
designated church leader regarding the administration of the completed questionnaires.
Personal interviews were done with the senior pastor and at least five board
members and/or lay ministry leaders. The lay leaders needed to have served at the
leadership level for at least two years and to have been a member of the church for at
least four years. The request was also made that when possible a mix of male and female
subjects would be included.
Biblical and Theological Foundations
The theological foundation for this study was based in the doctrine of the
incarnation. For the purposes of this paper the blend of humility and power evident in the
incarnation was especially explored. Significant to this discussion is the struggle to
understand how God, who is all powerful, would take on the humility of human form.
The biblical foundation section in Chapter 2 further explores the influence of the humility
of Jesus on the early Church’s notion of humility. The Christ hymn found in Philippians
2:5-11 demonstrates that biblical humility is a mark not of weakness, but of strength.
A God who was willing to come in the form of a vulnerable baby is a God who calls
people to the vulnerability of incarnation. To live out the call of incarnation, the Christian
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must look at what the incarnation meant for the life of Jesus. The incarnation teaches it is
inappropriate to grasp after rights and position over the service of others. Furthermore, it also
reveals a power that occurs when a person has an unshakable understanding regarding who
they are and whose they are. This combination of loving service and self-esteem, I believe
forms the kind of effective leadership needed in the local church.
A proper understanding and acceptance of humility is a key to living
incarnationally. Humility was the virtue that was upheld as the remedy for the sin of
pride. Church mystics and leaders have challenged Christ’s followers to be people with
appropriate Christian humility. Humility is not a groveling attitude but a perspective that
puts God and others first. In light of Collins’ work a reexploration regarding the
importance of humility in effective church leadership is required.
The humility of Christ and, therefore, the call to humility are themes in Paul’s
writings. In the second chapter of Philippians, the community is called to model their
lives after the humility of Christ. Humility was considered the proper attitude all were to
have before God. This characteristic is a key to unity within the Christian community.
This mind-set involves the acknowledgment of one’s own humanity and a trust in God’s
power and provision. The focus of life is not on an individual and that individual’s
abilities or even of a special interest group’s desires and power but on God’s call and
power. Humility is displayed when people are able to think of others above themselves,
to look out for their interests and seek the common good. Philippians 2:4 restates the
nature and importance of humility: “Each of you should look not only to your own
interests, but also to the interests of others.”
Christian leaders are then forced to grapple with their own willingness to take the
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nature of a servant. The servant leaders have to release standards of success to embrace
humility and the cross itself as they seek to minister. Humility is the root of servant
leadership in the context of Christian leadership. The theme of servanthood is presented
throughout the Scriptures. Servanthood is seen in the nation of Israel, Jesus, and the early
Church who defined their ministries through servanthood (Young 14). Power is then the
ability for the Christian and the Church to live out this servanthood in effective ministry
to the world. Biblical power is utilized to fulfill the mission. In the churches’ case, this
mission is generally understood as a combination of the Great Commandment and the
Great Commission. This call to love God, love each other, and make disciples is the
mission of the church. Power is best displayed in the empowerment to fulfill this call.
The Christ hymn found in Philippians 2:5-11 clearly calls all Christians to a Christlike
humility. This humility is the key to the mission of Christ and the church being fulfilled.
In Christ glorified the ultimate power revealed. It is this threefold expression of humility,
fulfillment of mission and power revealed that correlates with the leadership qualities of
humility and professional will.
Importance of Study
The expectation of this project was to discover common leadership qualities
among the women pastors. Furthermore, the study would then discern any correlation
between the qualities of the women senior pastor who has led a church into new life and
vitality and the primary qualities blend of humility and professional will (defined as
strength of character, unwavering resolve and catalyst for change) that has been named in
Collins’ work (36).
The findings have implications in the ongoing study of leadership. The choice of
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focusing on women pastors was to uncover their stories of effective leadership. The
stories of women in leadership are not often heard in the church. Furthermore, the
perceptions, ideas, and opinions of these women regarding leadership qualities and
church development have not often been studied. This research is a beginning exploration
of what will be discovered when women in pastoral leadership are studied. Furthermore,
this research uncovers some relatively unknown leaders in the Nazarene denomination.
Overview of Study
In Chapter 2, selected literature pertinent to this study is reviewed. The literature
study includes areas such as women’s ways of knowing, leading, and learning, women as
pastors, servant leadership, spiritual leadership, and the concept of humility and power.
The theological foundations of the incarnation as well as humility, power, and servant
leadership are presented. The biblical foundations of these themes are explored as well.
Chapter 3 is an overview of the methodology used for the project. The design of this
study was exploratory in nature. The qualitative results are presented in a case study
format, while the quantitative results of the survey component were analyzed statistically.
Chapter 4 is a report of the findings presented in tabulations resulting from the member
questionnaire and narrative reporting from synthesizing the information from the
interviews. These findings are reported under the larger sections responding to the
research questions. The interpretation of these findings is found in Chapter 5, where the
implications are explored as well as are areas of further study.
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CHAPTER 2
REVIEW OF SELECTED LITERATURE
The purpose of the research project was to investigate the common leadership
qualities of women Nazarene pastors who have taken a church from one level of
functioning to a new level of life and vitality. The common leadership qualities of these
women Nazarene pastors are then compared to the characteristics of Level Five
leadership as described in Collins’ book, Good to Great. The description for “great” is a
narrow definition using long-term increase in Sunday morning worship attendance. This
definition was used with the understanding that truly great churches would be defined by
multiple health and growth categories including morning worship averages. The focus
was kept narrow to simplify the study and utilize statistics readily available. The narrow
focus of Sunday morning worship attendance, while not a complete reflection of a great
church, is a significant indicator of health. Long-term growth numbers for Sunday
morning worship generally reflect church vitality and life.
Given Collins’ emphasis on the quality of humility and professional will, this
study looks at the correlation of these qualities in the common church leadership model
of servant leadership. Specifically, the virtue of humility was studied as well as the
significance of power in the leadership and life of the church. The literature study
includes theological reflections on the incarnation in the light of humility and power as
well as the biblical reflection on models of servant leadership and humility, and power in
leadership. It also includes an exploration of women’s studies and potential gender
implications in a study of servant leadership, humility and power. The literature study
that focuses on women’s ways of leading, knowing, and speaking provides a broader
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understanding of potential formational issues the subjects of the study may have
encountered.
Women’s Ways
This research of women in leadership was supported by feminist critiques who
discovered that when women are the primary subjects distinct themes often arise. (e.g.,
Gilligan; Belenky et al, Tannen; Hayes and Flannery). For the purpose of this study the
various ways in which women’s voices, as well as studies that focus on women subjects,
offer correctives to male-dominated studies and viewpoints is significant.
Women in leadership have often fought the notion of being different. Being
different was viewed negative largely because men have been considered the norm;
therefore being unlike means to be less than normal. This underlying assumption can
create gaps in cross-gender working relationships as women can be perceived as
dangerous either sexually or by the fact that they are what Becker calls the “unknown
other” (Becoming Colleagues 91). Any differences between men and women noted were
often used as reasons why women should not lead, or why they have not risen to
leadership. Becker notes the influence of the white male world view on accepted
leadership models. “We judge women competent or incompetent leaders based on the
prevailing models of leadership” (88).
In some ways women are still emerging as they find a greater sense of self and
voice from which to speak. Gilligan’s seminal work, In a Different Voice, is a
breakthrough study that looks at distinctive ways women experienced and spoke about
moral problems, development and relationships. Mary Field Belenky et al. represent a
significant shift in thought as they explored how women develop and learn differently.
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An ongoing debate exists regarding what aspects of those differences are socially formed
or are the essence of being a woman. These authors are not arguing for an essential
difference but rather a unique perspective that arises from women’s experience
(Goldberger et al 7). In their later book they clarified their position:
Although many people have interpreted our work as arguing for essential
gender differences, we did not claim that the five perspectives or ways of
knowing that we described were distinctly female. We believed that those
categories might be expanded or modified with the inclusion of a more
culturally and socioeconomically diverse sample and men. (7)
The distinct information is revealed when women’s voices are heard but this does
not mean that information is confined to women’s experience. Rather, it largely reflects
human experience uncovered when women are the focus of a study. In the original study,
Belenky et al. talk about five perspectives of knowing. They are: silence, received
knowing, subjective knowing, procedural knowing (separate and connected), and
constructed knowing. Women often experience a devaluation of their ways of knowing,
learning, and leading when they do not fit into the forms of the common higher
educational systems largely structured and taught by white males. The information that
women have to offer has often been devalued, increasing their silence. The devaluation of
women is evident when looking at the church hierarchy and the lack of women invited to
the table.
A knowledge base expressed by many women is experienced, named, and
confirmed within a network of relationships. The emphasis on relationships can be a
strength and weakness for women. Women leaders who maintain strong relationships
with colleagues, co-workers or congregation members find that these network of
relationships gives them energy and purpose. These connections both provide support as
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well as insights into the interpersonal dynamics in the work place. This web of
associations gives them strength as leaders. They often describe their leadership in forms
of networks and centers of movement rather than a hierarchical system. The weakness of
this dynamic is evident when the complications of relationships can overcome the work
that needs to be done. A study by Karen Lee Ashcraft and Michael E. Pacanowsky, done
at a business that employed mostly women, shows ways in which the employees’
interpersonal relationships created indirect competition and resistance to direct
confrontation. These practices undermined the success of the business. The women
employees were generally harsh in their critiques of the gendered quality of the
workplace. The study also illuminated ways in which women participate in the
devaluation of women. The strong relational aspects of women can hinder the appropriate
focus on successfully completing the goal. In addition, too much emphasis on
relationships may hinder women leaders from making the tough calls that have relational
cost but mission gain.
Conversely, some women can function in relative isolation. They may have risen
in a knowledge system and worked in institutions that assume a white male paradigm. In
order to survive, they adjusted themselves in ways that were necessary to excel in that
system. Their success in these systems may cause them to judge other women harshly
who have not been able or were unwilling to make those same adjustments. These
women can accept the myth that they are somehow unique from other women; therefore,
their leadership leaves them in even greater isolation. They, at times, will receive
accolades from their male counterparts for being “unlike” other women, which is meant
as a statement of affirmation. Some of these women may experience a loss of female
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identity and community in the midst of their professional development (Sumner 52).
With team work across gender lines, these differences are not erased but valued.
Mutual respect is better than assuming one way of effectively doing leadership. Space
needs to be created for different models of leadership and ministry. Becker concludes that
believing in women leaders does not exclude valuing men’s perspectives. “Finally, our
criteria for effective leadership in the church would value relationships, inclusiveness,
participation and flexibility as much as order, achievement, and power” (Becoming
Colleagues 104).
In Deborah Tannen’s research of women’s and men’s ways of communicating
significant indicators led to the conclusion that men and women do not communicate
alike. Tannen concludes the goal of conversation is different for men and women. For
men the goal is power; for women the goal is building relationships. Research seems to
suggest that men and women both take men more seriously. Women’s ideas are judged
more harshly. Women often include a “tag line” that seems to lessen the authoritative
tone of the message (228). These tag lines, which come across as questions or
disclaimers, are often meant to invite the listener to consider the point being made but
may instead cast an air of uncertainty. Examples of tag lines are phrases such as, “isn’t
it,” “don’t you know,” “do you agree,” or “have you ever experienced.” Women who
adopt a style that does not use these tag lines and which is received as appropriate
leadership language from men can be criticized for their aggressive style. On the other
hand, others have noted the positive aspects of tag lines. The phrases may cause a loss in
an authoritative tone but create a gain in effective communication. Leonora Tubbs
Tisdale argues for the positive aspects of this communication style: “There is something
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highly appropriate—not only communicationally but also theologically-about using
speech that creates equality, includes others, and invites rather than demands a
response—especially when preaching a gospel that does the same” (109).
Concerns arising from these dynamics are not easily remedied. If a woman is not
forceful enough, she is judged weak. If she is too forceful, she is considered “masculine”
and aggressive. Judgments made against women speakers was reflected in a recent
conversation I had with some male colleagues about a woman speaker who they initially
did not receive well. They described her as “striding out on the platform with her Hillary
Clinton suit.” Only when she shared something of her journey and vulnerability were
they willing to listen to what she had to say. Tannen explores these dynamics at great
lengths:
Ways of talking associated with masculinity are also associated with
leadership and authority. But ways of talking that are considered feminine
are not. Whatever a man does to enhance his authority also enhances his
masculinity. But if a woman adapts her style to a position of authority that
she has achieved or to which she aspires, she risks compromising her
femininity, in the eyes of others. (240)
This language difference is made evident in how people speak. The types of
words used by men and women as well as words used to describe men and women are
dissimilar. All of these subtle differences affect perceptions of leadership qualities and
abilities. For example, you will rarely hear of a nagging husband or a feisty man.
Tannen does not hold one way of communicating to be correct but does stress the
importance of having cross-gender understanding so that greater communication can
occur. A women in leadership has to have some competency regarding communicating in
such a way that engenders trust in their ability to lead. Ideally that would require
adjustments from men and women in their interpretations of communication styles.
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Lois P. Frankel, in her work as a business consultant, discovered, ways in which
women communicated and functioned that worked for them in the lower levels of
management but created obstacles for further advancement. She would coach women in
trying new behaviors that include different ways of communicating as well as different
ways of functioning as a leader. She believes that women often have to make the
important transition from being a doer to a leader (88). Her emphasis was on leading as a
woman not as a “girl.” When using the term “girl” she is referring to certain attitudes,
communication styles, and actions which give an immature presentation rather than one
fitting a confident woman leader. One example she gives is the propensity for women to
sit on one foot while in a meeting, which may be cute and even comfortable, but the
posture undermines their authority.
A study of the leadership of Mary Kay Ash raises some unique leadership values
when compared to the predominant models. The number one key to sustainable success
for Ash’s company was the creation and maintenance of a common bond (Underwood
41). The second unique key was the importance of fostering balance. The remaining keys
were similar to what can be found in books written from a male perspective such as
motivating others, innovation, and excellence. Jim Underwood thinks these keys were a
vital match to the values of many professional business women: “Mary Kay Ash’s
company was scooping up ambitious and talented women. It was providing them with a
unique opportunity to make peace with God, enjoy their families and be successful
(monetary and otherwise) in business” (147).
Mary Kay found a way to allow leadership and knowledge to grow in a
connected system. Mary Kay also emphasized what she called the golden rule of
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management, which was marked by six virtues: humility, a desire to seek the best for
others, high expectations of excellence from those around them, integrity, impatience
with the status quo, and a certain indomitable spirit (Underwood 27). The first and last
virtues are very similar to Collins’ blend of humility and professional will.
When a study is focused on women in leadership common elements with their
male colleagues are displayed. Nonetheless, unique qualities do arise. Helgesen sought to
discover the actual practices of women managers through what she called diary studies.
She shadowed women business leaders taking note of significant events, decisions made,
meetings, basic schedules, and styles of interaction.
Distinctive leadership practices were discovered by Helgesen when she compared
her findings to a similar study with male subjects. The women did not view unscheduled
tasks and encounters as interruptions. Secretaries were not used as protectors of their
time. The women were more diverse in their associations and activities outside of work
(22). All of these characteristics underline a high value of people and relationships. These
women often viewed themselves as in the center of things rather than at the top (46).
Their authority came from connection to people around them rather than distance from
those below. A pattern seemed to emerge that revealed women managers functioning as
leaders while staying connected with their coworkers as well as their home lives. Words
that were commonly used by these leaders were “flow,” “interaction,” “access,”
“conduit,” “involvement,” network,” and “reach” (30).
The theme of relationships continues to arise in the studies of women. Women
generally have a care and concern for others. Whether a high value of relationships is a
gender quality or socialized character is still under debate. This emphasis on relationships
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and centrist rather than hierarchical leadership may also be a result of what is demanded
of a woman in leadership. In a study done by the Center for Values Research co-workers
were less tolerant of women in leadership who lacked human relations skills (Helgesen
31). Women as a rule are not excused for behaviors and poor social skills that are
accepted in male counterparts. This study found that women successful in leadership
focused on a combination of good results and concern for people.
None of these values are exclusively the ownership of women leaders. Men and
women are not assumed opposites. Jean Baker Miller and Irene Pierce Stiver propose an
important shift in the view of development to enhance our understanding of the common
importance of relationships. They suggest considering the ability to enjoy growing
healthy relationships with more numbers of people as a goal of development rather than
individuation. Maturation then is known as the child develops relationships beyond
caretakers, family. When understanding child development with a relational focus the
implications for recognizing maturation in women is noteworthy. Women’s high value of
relationships is not a negative dependency but a positive growth. Men are also potentially
encouraged to grow in a connected rather than separated system. For Miller and Stiver
the necessity of “growth-fostering” relationships was not understood as exclusively
female (22). These authors emphasized the importance of studying women to unearth
missing values and experiences missing when only male subjects are used:
In the present book we are not talking about the questions of sex or gender
differences per se. Our concern is not how different or similar men and
women are. Instead, we have set out to accurately describe women’s
experience—a still-neglected realm—so as to highlight the fact that
certain psychological activities that are vital to the health of all human
beings occur in growth-fostering relationships. (21)
While no assumption is to be made regarding men and women being opposites,
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honoring that all women are not the same is also of importance. Elisabeth Hayes and
Daniele D. Flannery are very careful to draw this distinction. They do not want women’s
studies to polarize assumptions regarding the opposite gender or portray that all women
speak in one voice from one experience. They do believe that women must be a focus
group for study because of their unique perspective and experiences. The value of
studying women exclusively is that concerns and strengths that might not arise in a study
of men leaders will be named and potentially recognized by male colleagues.
While women’s studies affirm consistently a need among women for connection
in relationship and learning, women are not limited to that kind of learning. For every
generalized theme there are exceptions of women who break these molds. Singular
classifications are limited in describing women’s diverse experience and values. Further
studies would be of interest to see the effect of assertiveness, competition, and other
typically “masculine” traits becoming more acceptable in women and if the high value of
relationships among women would change as a result.
Given a high value for relationships, women leaders need to find ways to
combine that value with effective leadership. Ann Brooks points out that a woman’s
acceptance of herself as predominantly relational can leave them “unprepared to compete
and protect themselves in the larger society” (143). Fear of speaking, leading, or
disrupting relationships can be a great inhibitor as women step into roles that demand
these new ways of being. Fear and voicelessness can plague a woman in learning and
leading situations (80). The creation of safe places of learning is an initial step toward
encouraging women’s growth and development. Women must be empowered to function
in more challenging milieus. When speaking of training a woman for a nontraditional
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profession Jane Hugo suggests significant additional steps are necessary:
If the workplace is the instructional context, an instructor in charge of
teaching women a job (like carpentry or asbestos removal) that has not
been a traditional one for women should at least acknowledge the
structural barriers women will face in those occupations and the gendered
aspects of many women’s level of confidence. As a result of such
awareness, instructors could build in more frequent review points and set
up a buddy system for women to ensure knowledge transfer once they are
out on actual worksites. (197)
A positive instructional context has often been lacking in a woman leader’s
experience. The honest naming of structural barriers frees a woman to prepare and
understand some of the restrictions she is experiencing. Furthermore, the need for more
intentional mentorship is clearly necessary as this person overcomes issues of confidence
and knowledge acquisition. Women’s learning is intertwined with self-concept (Hayes
and Flannery 238). A positive self-concept has implications for leadership. Whether that
leadership is from the top or the center, people must have an understanding of themselves
as valuable, skilled, and with viewpoints that are valid. Only from the foundation of a
positive self concept can a healthy understanding of servant leadership become
incorporated as a leadership model.
When studying women’s ways of leading a deeper study must be made of the
gendered nuances that arise when applying the model of servant leadership. Issues of
language, meaning, and values are among the themes to be considered. Given these
concerns women must be careful how they implement a servant-leader model.
Women Pastors as Servant Leaders
Women leaders and authors have grappled with the language used in a servantleader model. Women experience negative and positive ramifications to their leadership
as they seek to understand and implement a biblical model of servant leadership. The role
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of “servant” has at times been embraced by women while no avenue for leadership or
power has been made available in their lives. They have been encouraged to serve in the
nursery, kitchen, or children’s ministries but not invited to serve in areas that would
connote significant leadership and decision making. Florence Nightingale speaks of these
realities: “I would have given her [the church] my head, my heart, my hand. She would
not have them. She told me to go back and do crochet in my mother’s drawing room”
(qtd. in Cook 57).
Definitions of words such as servant, humility, and power need to be constantly
refined. Culture, through common usage, can quickly misconstrue the meanings. When
words like service and humility are used in demanding ways upon others (as many
women have experienced), they begin to carry multilayered meanings that were not in the
original intent. For example, a woman can be told she is not showing humility if she likes
how she looks, feels good about herself, or voices an alternative opinion. Furthermore,
when men have words like service and humility applied to their life’s work the
applications are not as limiting. One issue for women is that these words can be used in
isolation, as in only humility, rather than balanced with power and esteem. Therefore, a
woman can be encouraged to be a humble servant, but that message is not balanced with
a simultaneous call to be empowered, strong, and courageous.
Women leaders especially have to find new ways of understanding what a servant
leader model means for them. Servanthood has often been misapplied and used as a
mechanism of control. Male roles in the church have always included the idea of being a
servant through leading, speaking, and preaching. Predominant female roles have not
included these public forums of service. The same words have meant different things for
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the genders. Words such as submission, humility, and service all have to be placed in the
larger understanding of women being a valuable equal who is called to leadership and
service. Men also need to understand the higher intent of these characteristics as applied
to their own life and leadership. When a healthy concept and contextual respect occurs a
woman in leadership can embrace servant leadership as a viable, healthy, and biblical
model.
The strength of this model for women is found in the emphasis upon service and
relationships. The correlation of a women’s high value of relationship with the values
taught with servant leadership are an attractive match. Rather than rest on personal
accolades, the strong relational skills of women cause them to search for deeper meaning
and connection. In two anthologies produced by the Greenleaf Center for Servant
Leadership, articles were written by several women regarding the value of the servantleader model in their roles as leaders (Spears; Spears and Lawrence). One woman is
quoted as saying, “So-called (service-oriented) feminine characteristics are exactly those
which are consonant with the very best qualities of servant-leadership” (Spears and
Lawrence 14). Frankel describes herself as a “staunch believer” in Greenleaf’s servant
leadership, but she also thinks that some women can take the outward concern to
extremes that undermine their ability to lead (87). She gives an example of a manager
who was so busy serving the people on her team that she was not providing the leadership
the group needed.
Becker, in her book Leading Women, looks at, among other things, women’s
relationship with service and power. She describes the ease with which women will often
accept “helper roles” to the detriment of their advancement. She points out that women’s
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propensity to function in servant roles has created situations in which they do not fully
utilize or recognize their own personal power (169). Personal power is a vital component
to persistent will if power is understood as being used to describe the ability to fulfill the
mission. Hence, if women embrace the humility of servanthood without a sense of
professional will, they will not accomplish their own goals nor lead an organization into
greatness. Becker describes well women’s struggle with power: “We have trouble
knowing and accepting our own power, because we often can’t distinguish between
healthy, productive power and abusive control” (145).
Power and authority have been, at times, used abusively by those in positions of
leadership. Leaders who have used positions for personal gain to the detriment of those
with whom they worked let alone the impact on the larger community. At the same time,
women have had limited access to power and authority. A woman in leadership must find
healthy ways to embrace power and authority as part of her life. An important aspect of
this journey is a full acceptance of her worth as a woman. Sumner explores the effects of
church history and the teachings of people like Tertullian, Ambrose, and Augustine
regarding notions such as original sin, the image of God, and the culpability of women.
These teachings tend to place significant blame on Eve for the Fall and limit the scope of
a woman being created in the full image of God. The legacy of the teachings of these
influential men is an undercurrent that diminishes the value of women. Women
themselves have absorbed a personal understanding of lower status. This lower sense of
worth affects their ability to lead and allow other women to lead (74-75). Women leaders
often first have to acknowledge a renewed sense of self-worth, their creation in the image
of God, and their inherent dignity before becoming comfortable with accepting and
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exerting any power and authority.
The complexity of issues around power has caused some women leaders to
assume an indirect power. They can lean on their strong relational skills and use them in
manipulative ways as they seek a circuitous path to power. The shift into healthier
leadership demands a different style. Rather than using manipulation to get her way, the
adult woman must learn to speak with authority, establish boundaries, and develop a
healthy understanding of her own personal power. Healthy power is achieved when the
leader keeps a balance of persistent professional will and humility.
Women particularly have a struggle with authoritative power or “power over”
others. The language of power can often take on negative connotations. Becker explores
the complex responses a woman leader has to power: “We misinterpret it, fear it, covet it,
need it, and at the same time reject it, or at best hold it at a safe distance” (Leading
Women 162). Becker describes different ways in which power is manifest. They are
“power over,” “power within,” and “power with” (164). “Power over” is generally
understood as the authority one has in a hierarchical setting; “power within” is the
recognition of power within a persons inner strength and assurance; “power with” is the
strength available in a web of relationships. In her later work, she renames these as
“authoritative power,” “charismatic power,” and “coactive power” (Becoming Colleagues
254). Becker says that each of these forms is legitimate. Most women embrace the
relationally based “power with” model. Women need not reject the different kinds of
power, only the abuse of those powers. Becker expresses the problem for women in
leadership well:
In our effort to avoid any use of power that has historically abused us, we
may indeed fall into a trap: ‘A kind of personal, structureless politics;
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widespread opposition to leader of any kind; an insistence on working
collectively; and an emphasis on process, often to the exclusion of getting
things done.’ (Leading Women 165)
In other words the discomfort and difficulty with accepting power affects the
women’s ability to lead an organization in fulfilling its mission. Women instead need to
recognize the power they do have and wield whether consciously or unconsciously. A
woman leader needs to become comfortable with a level of personal and professional
power that is inherent in her life and professional position. The challenge is to utilize this
power for the overall good avoiding the abusive elements of power.
Abuse of power is avoided when power is balanced by servanthood marked with
appropriate humility. As one author says, “Real power is always an exchange of power. It
is always the deep purpose of leadership to use power to call out the God-given power of
others” (Sims 34). This combination of servanthood and power is an important link with
the characteristic blend that Collins discovered as vital for Level Five leadership.
Level Five Leadership
A primary characteristic of Level Five leadership is a blend of personal humility
and professional will (Collins 20). Leaders who portray humility rarely talked about
themselves and their own contribution to their business’ success. Professional will was
revealed in a dogged determination to lead the business to greatness and the ability to
empower a group of people to fulfill the purpose for which they have come together. In
Collins’ earlier book with Jerry Porras, the assumption regarding effective leaders
needing to be charismatic, visionary leaders was shown to be a myth. They determined
that “a charismatic leader is absolutely not required for a visionary company and, in fact
can be detrimental to a company’s long-term prospects” (7). Level Five leaders of great
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companies were not necessarily charismatic. Their common characteristic was that they
keep the center of attention not on themselves but on the larger goal of building a great
company. Their focus was on long-term greatness rather than seeking immediate success.
The leader had a strong belief in the company’s ability to achieve greatness and had a
ferocious resolve to do whatever is necessary to make the company great including a
willingness to make sacrifices, tough decisions, and look with brutal honesty at both
functionally and dysfunctional realities.
The transformations of good to great companies often look as if they are
overnight events. Nevertheless in Collins’ study one catalyst did not bring about change
but rather a culture of discipline. The transformations were achieved through a steady,
consistent, cumulative process; the change was not immediate. “One of the dominant
themes of our research is that breakthrough results come about by a series of good
decisions, diligently executed and accumulated one on top of another” (69). Collins
called the disciplined process, “the flywheel and the doom loop” (167). Some growth is
more dramatic than others, but none of the CEOs could point to one significant catalyst
for the success they had experienced.
The leader’s ability to name what needs to be done and galvanize the team’s focus
on achieving those ends was another common skill. One aspect of achieving the set goal
was to get the right people necessary for reaching the set goals. The focus was always
about the larger creation rather than self-promotion. Collins calls the process of gathering
an effective team “getting the right people on the bus” (41). This process would also
involve getting the wrong people off the bus.
Level Five leaders understand the significance of knowing the company’s focus.
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They decide in what area the company can excel and start making decisions that invest in
that area and divest in other endeavors. This principle of knowing one thing is called the
“hedgehog principle” (Collins 90). The three concentric circles with which Collins works
are “What you are deeply passionate about,” “What you can be the best in the world at,”
and “What drives your economic engine” (96).
Another common theme among Level Five leaders was they often attributed
“luck” for their success (Collins 34). Collins’ research team called these attributions for
success and failure “window and mirror” (34). This phrase was used to describe the good
luck about which Level Five leaders talked when the business experienced success and
the bad luck the CEOs from comparison companies would blame for failures. The
opposite was also true. Level Five leaders would take the blame for failures, and the
CEOs of comparison companies took credit for their companies’ successes.
When trying to identify a Level Five leader, Collins suggests that the following
criteria be used: “Look for situations where extraordinary results exist but where no
individual steps forth to claim excess credit. You will likely find a potential Level Five
leader at work” (37). This quality of humility in leadership is particularly interesting
when arising from a secular study. The combination of personal humility and
professional will is found in both the business and biblical model of servant leadership.
The common use of the term servant leader by Christian leaders is a relatively recent
phenomenon. Collins avoids this nomenclature because the research team did not think it
held in tension the predominate characteristics of humility and professional will. They
believed the servant leader would overemphasize the characteristic of humility. The
language of servant leader would also take on a level of social consciousness not assumed
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for the Level Five leaders.
The model of servant leadership found in the secular work of Greenleaf is an
important ingredient to understanding servant leadership. While his larger communal
purpose for a servant leader would be different from Collins’ findings, similarities can be
found in the characteristics expressed.
Servant Leader
Greenleaf introduces the phrase “servant leader” to common usage among
business leaders. According to Spears, the term was first introduced through Greenleaf’s
essay published in 1970, which later became a book entitled, The Servant as Leader
(Spears 2). Like Collins, these themes were not explored from any overt religious
commitment. These themes arose from a call for leaders to respond to a vision larger than
personal success.
A servant leader was understood as one who serves others in a way that empowers
them to function better than they would otherwise. They emphasize the importance of
other people’s highest good being served rather than personal gain or expression of
power. A servant leader does not insist on being the center of attention. Servant
leadership is an expression of the love leaders have for their people.
Greenleaf particularly looked at the importance of life significance and
community responsibility. Greenleaf spent his life encouraging leaders to see the greater
gain realized when the core values of servant leadership are enacted by individuals and
institutions. Greenleaf’s description of a servant leader is expressed through questions:
Do those being served grow as persons: do they, while being served,
become healthier, wiser, freer, more autonomous, more likely themselves
to become servants? And [original emphasis] what is the effect on the least
privileged in society; will she or he benefit, or, at least, be not further
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deprived?” He adds a further stipulation which is, “No one will knowingly
be hurt by the action, directly or indirectly [original emphasis].” (Servant
22)
Greenleaf says a servant leader is a servant first. Other people’s highest good
being served is more important then personal gain or any expression of power. This type
of leader creates an atmosphere of growth and achievement. He embraces a larger vision
for the whole of society, and proposes that servant-leadership is beginning to emerge,
replacing the traditional autocratic and hierarchical models. Servant-leadership
emphasizes a combination of teamwork and community, personal involvement in
decision making, and ethical and caring behavior.
A leader is able to articulate a vision that communicates the mission of the
gathered people. This ability to communicate galvanizes the people and assures them
their achievement of fulfilling the mission is possible. These leadership qualities continue
to support this premise of a servant’s heart and the necessary inherent humility. Greenleaf
talks about the importance of listening and understanding in the servant leader. Servant
leaders make no assumptions of knowing everything, neither are they threatened by the
good ideas of others. A commitment to active, humble listening creates a leader who is
more able to hear from the community. This leader through listening can lead the group
to produce a cohesive creation of the ideas that emerge.
Servant leaders are not ambitious for themselves but for the general success of
stated goals. An ambition that focuses on the broader goals increases the trust people will
have in the leader. In this atmosphere people can trust that space will be given for all to
grow and realize significance in their shared mission. The word ambition comes from a
Latin word meaning “campaigning for promotion” (Sanders 15). Effective leaders have a
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level of ambition within their character. These leaders do desire to be successful. The
significant difference is the focus does not remain myopically on their personal
achievements. A servant leader’s task is to submit personal ambition under the larger
goals.
While Greenleaf’s description of a servant leader would be broader than Collins’
description of a Level Five leader, he would concur with Greenleaf in his portrayal of
effective leader as one who serves others by empowering people to function better than
they would have otherwise. Collins and Greenleaf both depict a model of effective
leadership that enriches the lives of others. The difference is in emphasis. Greenleaf
understands the enrichment of others as a primary focus, while for Collins enrichment is
more of a functional necessity for achieving the institution’s goals. Collins specifically
avoids the language of “servant.” He is concerned that people will misunderstand his
concept of leadership. His research team was fearful that calling the Level Five leaders
servants or servant leaders sounded “weak” or “meek” (30). They believed strongly that
the label would overstress humility (30). Greenleaf has a holistic focus that is beyond the
scope of Collins’ study regarding greatness in business (Servant 22)
Greenleaf’s work arises from a secular viewpoint. Significant shifts occur when
pastors adopt a model of servant leadership from primarily a theological and biblical
basis. This shift has implications for how a pastor leads as a servant.
Pastor as Servant Leader
A pastor who is a servant leader needs to be marked by an ambition for the
mission of the church. The pastor often struggles with the tension between the desire to
serve and glorify God along with a desire to succeed. Ongoing conflict over motive and
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ambition can be disturbing for the pastor leader who truly desires to be a servant of God.
Sanders says, “Ambition that centers on the glory of God and welfare of the church is a
mighty force for good” (15). This kind of ambition, when bathed consistently in prayer, is
an important characteristic for a leader who desires to dream dreams and see visions
come to reality.
Jesus established the concept of greatness in God’s kingdom coming through
service. This language of servanthood has been, at times, misused in the history of the
Church. Leaders have portrayed a false humility and claimed to be servants of all when
they were clearly servants of none. Almost all church systems could name such a leader
as well as the well-known fall of the TV evangelists. On the other hand other people have
served with a true humility. These leaders modeled through their actions and spirit that
they had embraced the call to be the incarnation of God’s presence in the world through
humility and power. Mother Teresa is a well-known example having served for most of
her life on the streets of India. Many relatively unknown servants have lived out this kind
of servant leadership quietly, founding missions, churches, hospitals, schools, and clinics
around the world. The correlation to the CEOs portrayed in Collins’ book is significant.
Their names are known in limited spheres while their work had significance for their
institutions. On the other hand, famous names like Lee Iaccoca of Chrysler or Jack Welch
of General Electric are not among the list of those who have built a company from good
to great or one that will last.
Sanders describes one of the essential characteristics of one of the first
missionary/leaders to India, Adoniram Judson as “self reliance balanced by humility”
(52). Humility is important not only in the way leaders serve others but in their
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relationship to God as well. Leaders have natural gifts that are seen as given by God.
These gifts can be used to serve self or others. Sanders describes the powerful spiritual
leadership which arises when leaders personalities are “irradiated, penetrated and
empowered by the Holy Spirit” (28).
Prayer is a sign of a seeking heart, and a seeking heart embraces appropriate
humility. Prayerful leaders will not forget to whom their lives are owed, from whom all
power flows, and through whom life is lived. Prayer also creates the quiet in which the
leader can hear from God, know God, and live in obedience to God. This willingness to
withdraw gives the servant leader opportunities for renewed perspective that can be lost
in daily management tasks. David Young points out the importance of prayer as a basis
for any pastor’s life: “Leadership for church renewal begins from the bottom up. It starts
with learning to kneel, to listen to God, and to be attentive to directives from God” (28).
This kind of leader understands good ideas and answers can originate outside of
themselves. Sanders points out that every leader is going to face criticism, and the true
test of a leader’s humility is their reaction to those critiques (119). If in arrogance leaders
begin to dismiss feedback whether positive or negative, they will miss hearing some
important words of correction, direction, and vision. They will not face the brutal realities
of the situation.
The Blackabys call the servant leader model the strongest Christian influence on
leadership both in secular and religious organizations. When looking at the model of
Christ’s incarnation, life, death, and resurrection, a model of humility and power is
displayed. This work indicates the primary characteristic of servant leadership is that the
“leadership flows from the love leaders have for their people” (165). The emphasis on
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love sounds strikingly familiar to Greenleaf’s stress on servant leaders offering
acceptance to their employees. He says, “The servant as leader always empathizes,
always accepts the person but sometimes refuses to accept some of the person’s effort or
performance as good enough” (Servant Leadership 20). Love is what drives a servant
leader to look for the higher good rather than personal gain. Humility is what keeps this
love and nurture from becoming overly paternalistic or maternalistic. This leader values
people, cares for them and also understands them as gifted and able. This love creates an
atmosphere of trust for those who follow as they understand the leader is not focused on
building a personal kingdom. When the leader acts out of personal knowledge of God’s
love and a desire to love others the team is energized for they are not working for some
personal vicarious dream but for something bigger and more meaningful. This love,
therefore, demands an interest in encouraging people to grow and become what God has
created them to be. Servant leaders who love will invest in the lives of those who work
with them. Servant leaders will encourage the professional development of their workers
while working with those who are in the wrong jobs and underachieving. They will also
be concerned about their workers’ lives remaining balanced and healthy.
Ultimately Christian leaders must also know whom they serve. In understanding
their call to servant leadership, church leaders know they are God’s servants. The
Blackabys reflect on the illustration of Jesus washing the feet of the disciples, which is
often used to exemplify servant leadership. They think it is a vital depiction that is
balanced when the reader remembers that Jesus did not wash the disciples’ feet every
night. Jesus did not become their servant but God’s servant who then serves the people
around him to God’s glory. Hence, the acts of service would be God inspired. Servant
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leaders are submitted to God and acting according to his will and direction. When the
service is offered to God in obedience to his call, they are free from seeking appreciation
and able to offer themselves in love and with joy. R. Paul Stevens addresses the
importance of serving God over others:
This concept of the servant of the Lord is radically different from the
contemporary view of ministry which boils down to being servants of
people or the church for God’s sake rather than serving God for the
benefit of people and God’s world. The difference is subtle and sublime.
The essence of ministry/service is being put at the disposal of God. The
need is not the call to service. The call comes from God. [The servant is
God’s servant pure and simple.] (135-36)
This subtle shift is invaluable for the pastor/leader’s emotional and mental health
as they offer themselves in humility to the service of God. Pastors who are servant
leaders function with an understanding that this power arises from a dependence upon
God. These leaders are also determined to offer this power for the fulfillment of the
mission rather than personal success. This humility creates leaders in secular and
religious institutions who are able to see the larger picture. Such leaders can be honest
about the present obstacles and, therefore, more likely to offer trustworthy leadership.
Greenleaf believes the trustworthiness of the servant leader is increased when they care
for those in their organization:
Servant-leaders are functionally superior because they are closer to the
ground–they hear things, see things, know things, and their intuitive
insight is exceptional. Because of this they are dependable and trusted,
they know the meaning of the line from Shakespeare’s sonnet: “They that
have power to hurt and will do none.” (Servant Leadership 42)
Young interacts with Greenleaf’s work from an evangelical church perspective.
His understanding of servant leadership is of a person who seeks with humility first and
foremost for God’s leading. From this basis, then, Young proposes the servant leader
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calls forth the gifts, thoughts, and strengths of others. The servant leader is committed to
serving others and equipping and releasing them to become servant leaders as well (336). These have strong parallels in Collins’ description of a Level Five leader. In a study of
power in leadership, Thomas Hawkins thinks the only guard against misuse and abuse of
power is servanthood (57). “The key to faithful leadership does not lie in focusing overly
on one way of leading with power. It resides in understanding how service and
servanthood transform all expressions of leading with power into genuine leadership”
(57).
The pastors’ servant leadership, therefore, takes on a layered content. The pastor
is informed by Scripture, prayer, the model of Christ, and the emphasis on the role of the
Holy Spirit. For pastors to lead effectively, they will be strengthened as they understand
the biblical and theological foundations for this model.
Biblical and Theological Foundations
The combination of personal humility and professional will is the mark of the
Level Five leaders as defined by Collins. This section includes a closer study of the
meaning of humility, power, and servanthood. These qualities will then be explicated
from a study of Paul’s letter to the Philippians, chapters two and three. These leadership
qualities may be described in the Christian realm as a combination of humility and power
to fulfill the mission. This blend of personal humility and power is demonstrated through
the incarnation of Jesus Christ. Philippians 2:1-11 speaks specifically of a call to humility
in connection to the fulfillment of mission and makes reference to Christ as a model of
this humility. Themes of humility and power arise throughout Philippians. A key verse is,
“I want to know Christ and the power of this resurrection and the sharing of his sufferings
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by becoming like him in his death, if somehow I may attain the resurrection from the
dead” (Phil 3:10 -11). Evidence of Collins’ leadership qualities can be found throughout
the second and third chapters of Philippians. Philippians 2: 3-4 says, “Do nothing, from
selfish ambition or conceit, but in humility regard others as better than yourselves. Let
each of you look not to your own interests, but to the interests of others.” Philippians
chapters 2 and 3 have an emphasis on the qualities of personal sacrifice, diligent
commitment, and brutal honesty combined with an unfailing hope. Paul speaks clearly
about the realities facing these early believers, and in these chapters he specifically
addresses the obstacles for Timothy and Epaphroditus (Timothy’s readiness to travel and
Epaphroditus’ homesickness and illness). A case in point of unfailing hope that leads to
resolve is found when Paul says, “Not that I have already obtained this or have already
reached the goal, but I press on to make it my own, because Christ Jesus has made me his
own” (Phil 3:12). This verse reveals a persistent will that through the power of God at
work in the believer will enable them to fulfill their mission in life. Perhaps the greatest
scriptural expression of hope is found in Philippians 4:13: “I can do all things through
Christ who strengthens me.” This statement follows a series of exhortations that he gives
the Philippians that they might stay true to God and committed to their mission. This
hope is based on a trust that God is able to provide the power for Christians to fulfill the
call of God on their lives. For the pastor leader, the greatest professional will is one based
on faith in God.
Undefeatable hope in the midst of sometimes daunting realities is a necessary
element to any Christian leader who is attempting to bring a body of people to a new
level of church vitality. Faith combined with the power of the Holy Spirit continues to
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feed the leader the ferocious resolve needed to lead a church into the future. This kind of
community change is a difficult task but necessary for the ongoing effectiveness and
growth of the church. The numbers of churches showing negative change indicates that
church growth has many obstacles. The percentage of Nazarene churches in North
America who have experienced 10 percent or more loss in morning worship attendance is
thirty 34 percent (International Church of the Nazarene).
Often the downward slide of a church comes in the midst of high denial. The
denial itself is a significant obstacle. I have sat with church boards of congregations
where they have lost 25 to 50 percent of their membership and still consider themselves a
healthy church. On the other hand, churches that face the truth of the statistics and the
dynamics that created the loss can begin to address areas of necessary change.
A positive leader who faces the truth with hope for the future is practicing what
Collins calls the “Stockdale Paradox” (83). The Level Five leader has faith in the
company’s ability to prevail while at the same time confronting brutal facts (86). This
prevailing hope is something that a Christian leader, theoretically, can have to a greater
degree. The Christian leader’s hope is not just based on gifts, talents, abilities, and market
surveys. It is, rather, a hope based on the unfailing promises of God. This is a hope that
faces the harsh realities with brutal honesty and yet believed in the future. On the other
hand, unfailing hope without truth is ineffective leadership and leads to church closings
and frustrations.
An example of this prevailing hope would be found in the leadership of Paul.
Throughout Paul’s letters to the early Church, he faced the tough factors that surrounded
him, but he never lost hope. He trusted God’s provision and work in and through each
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situation. His call is to be faithful and true. Paul faces brutal realities throughout
Philippians. In chapter one he talks openly about his upcoming trial and those who were
ministering with mixed motives (1:12-18). Paul faces a harsh truth in chapter two, he
talks about the potential of death or freedom as a result of the trial (2:17). Chapter three
begins with a strong warning against persons and teachings that could harm the believers
(3:2-4); in chapter four Paul names difficulties among members (4:2). These examples
represent the brutally honest statements throughout this letters.
Sometimes Christian leaders cling to faithfulness but forget to include honesty,
responsiveness to the truth that is revealed in that honesty, and the pursuit of God’s
direction in the light of that truth. Paul’s assurance and the resolve he desires for the
church was made evident in his prayer found in Philippians 3:21-4:1:
He will transform the body of our humiliation that it may be conformed to
the body of his glory, by the power that also enables him to make all
things subject to himself. Therefore, my brothers and sisters, whom I love
and long for, my joy and crown, stand firm in the Lord in this way, my
beloved.
Paul had the ability to call people to a true understanding of who they are, to
name the challenges they are facing or will face, and to focus their energies toward
service and commitment to Christ. He challenges, “Let those of us then who are mature
be of the same mind; and if you think differently about anything, this too God will reveal
to you. Only let us hold fast to what we have attained” (Phil 3:16). With brutal honesty,
Paul met myriad challenges and, in doing so, maintained an undefeatable hope.
For Paul this call to power is based on his understanding that the power at work in
the resurrection of Jesus Christ is at work in the lives of those who follow Christ. In his
letter to the Ephesians his prayer reflects this belief:
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That power is like the working of his mighty strength, which he exerted in
Christ when he raised him from the dead and seated him at his right hand
in the heavenly realms, far above all rule and authority, power and
dominion, and every title that can be given, not only in the present age but
also in the one to come. (Eph 1:19b-23)
His understanding of that hope is founded on the model of the incarnation as well
as the power of the resurrection at work in every believer’s life. The life and death of
Jesus Christ is the ultimate model of power and humility. The implications of the
incarnation upon the Christian’s life are important to investigate.
The Incarnation as a Model of Humility and Power
The lessons of the incarnation are vital to a pastor’s understanding of true Christcentered leadership. The tension of humility and power in the incarnation illuminates the
same blend at work in the pastor. Stephen Seamands defines vocational ministry as “the
ministry of Jesus Christ, the Son, to the Father through the Holy Spirit on behalf of the
church and the world.” The phrase “ministry of Jesus Christ” implies that vocational
ministry is in a trajectory that has already begun. Since this ministry is a continuation of
the ministry of Jesus Christ, the qualities would need to be consistent. The coexistence of
humility and power made evident in the incarnation and continued in the lives of
pastors/leaders that a focus of this research.
The doctrine of incarnation has been much discussed across the centuries.
Significant to the discussion is a struggle to understand a blend of power and humility
seen in God’s actions. Some have tried to answer these questions in heretical ways.
Docetism, a philosophy associated with the Gnostics who believed Jesus did not have a
human body and only appeared to have lived bodily among humanity, is one example of
a heretical attempt to resolve the mystery of the dual nature of Jesus Christ. The
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endeavors to resolve this tension have been to make Jesus a little less human, or a little
less God. The strong statements made in the creeds regarding the incarnation proclaim
Jesus as fully human and fully divine. The conclusion of the Council of Chalcedon is an
example of the balanced tension found in the creeds. “Therefore, following the holy
fathers, we all with one accord teach men to acknowledge one and the same Son, our
Lord Jesus Christ is, at once complete in God head and complete in manhood, truly God
and truly man” (C. Burns vii).
Meanwhile, scholars continue to attempt to define the incarnation with either less
divinity or less humanity. A recent work by Charlene Burns shows a conclusion that
weighs heavily on humanity and less on divinity, at least any divinity distinct to what is
available to all humanity. “To make ontological claims about the divine-human relation
in Jesus, and at the same time to insist on the absolute uniqueness of its occurrence in one
man’s life, is to require that Jesus be understood as other than human” (7). St. Athanasius
thought the balance was portrayed in the bodily functions of Christ: “From such ordinary
acts as being born and taking food, He was recognized as being actually present in body;
but by the extraordinary acts which He did through the body He proved Himself to be the
Son of God” (46).
Clearly the incarnation is ultimately a mystery. Denying the divinity of Christ
steals away important essentials of the faith. Christ’s model of humility is all the more
significant when his divinity is accepted. The wonder of this humility is captured by Paul
in his letter to the Philippians: “being in very nature God, did not consider equality with
God something to be grasped, but made himself nothing, taking the very nature of a
servant, being made in human likeness” (Phil 2:6-7).
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The creative tension of one who is fully human and fully divine is irresolvable.
The preexistence of Christ reveals the one who was present from the first day of creation,
was born among humanity, lived, died and rose again on their behalf. This same Christ
was willing to be sent, was willing to obey, and was willing to die. A God who is willing
to come in the form of a vulnerable baby is a God who will call his people to the
vulnerability of incarnation as well.
This humility in the midst of power is the inexplicable character of God. A God
who created all things, who always is and always was, would have any interest in
humankind, let alone any one particular member of humanity is difficult to fathom.
Nevertheless, the incarnation fully reveals this God who for all his majesty comes,
dwells, and has relationship with humanity. Bervard S. Childs points out that the
incarnation is a revelation of the character of Christ. He states, “Jesus’ incarnation was
not an isolated event at the beginning, but his whole life is portrayed as one of
submission to the will of God, even unto death” (470). The God who comes down is seen
throughout the Scriptures and most significantly in the incarnation of Jesus Christ. Jesus
who was fully God was willing to take on the limitations of the human existence. He who
had no needs had to enter a world in which he would have needs creating a dependence
upon others. “In other words, the incarnation involved God’s subjecting himself to the
limitations of humanity in order to achieve his purposes of revelation and reconciliation”
(Hebblethwaite 102).
In Christ, God’s character is revealed in a blend of humility and power. Through
entering Christ’s humility the people of God can know the power of God at work in and
through their lives. The practice of Christlike humility will empower the Church to fulfill
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the mission. As church leaders seek to reflect the image of God, this combination of
humility and power becomes an important combination of qualities for leadership.
Secular models for the most part emphasize power and influence in leadership.
Collins would describe many effective leaders as Level Four leaders who have significant
abilities to lead, power to succeed, but are missing the humility that he says defines a
Level Five leader (20). This divine humility confronts all who would call themselves
followers of Christ. The magnitude of the humility shown in the incarnation offers a great
corrective for Christians. This Christlike humility combined with God-given power is
foundational to a pastor’s understanding of servanthood.
Servanthood
Servant leaders have to revise standards of success, embracing humility and the
cross itself as they seek to minister. Servanthood had been defined in many ways. Bennet
Sims defines it as “neither dominance nor servility. Instead, it is the most enduring form
of power, because it is congruent with the relational way things work in the ongoing life
of the universe” (29).
In humility, the servant leader recognizes God’s power is what empowers the
Church to transform the world. Humility is the root of servant leadership in the context of
Christian leadership. The humility of a servant leader is not groveling; it is a commitment
to put God and others first. The notion of a God who would choose the way of the cross
to communicate and transform continues to be an idea with which the Church struggles.
Like the Israelites, the Church would often prefer a king who comes with power to
subjugate and put all things in order. Instead God comes and turns everything inside out
through God’s transformative power. The theme of servanthood is presented throughout
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the Scriptures and in the language of the Church. This call to servanthood is seen in the
nation of Israel, through the life of Jesus and the early Church (Young 14). A thorough
study of the Scriptures that speak about servanthood is beyond the scope of this paper;
however, a few examples might be the four servant songs found in Isaiah, Jesus’
redefining greatness in Matthew 20:27-28 and Mathew 23:11, and the passage describing
Jesus washing the feet of the disciples found in John 13:3-17. Various leaders in the
Scriptures were described as servants. Moses is described in terms of humility and
service. The references to Moses by God in the Scriptures designate him as “my servant,
Moses” (Num. 12:6-8). Joshua in turn is referred to as “the servant of the Lord” (Josh.
24:29). In Numbers Moses is described as “very humble, more than any man who was on
the face of the earth” (12:3). Paul was also self-designated a servant, and he proclaimed a
theology of service.
Jesus is the model of servanthood. His was an ongoing commitment to loving
friend and foe. His willingness to make sacrifices throughout his life all the way to death
on the cross was unprecedented. He caused great distress among the religious leaders as
he included the excluded in his community. His prayer was for his followers to share in
the intimacy he knew with God the Father. His prayers included forgiveness for those
who tortured and killed him. The example of Jesus continues to underline the blend of
humility and power.
When Jesus entered the world as a suffering servant he was never a victim of the
powers of the world but was instead a power combined with humility that would
transform the world. A service of humility that has the power to transform has
implications for Christ followers as they seek to live out the call of the incarnation.
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Servanthood is made evident as Jesus loved people before any kind of life change had
ever happened. He loved those who betrayed him. He cried, he laughed, he challenged,
he listened, and he was patient with those who did not get his message or understand who
he was. He who was fully God never considered any person beneath his attention, touch,
or love. He who was God was willing to come as a baby and grow up physically among
the people. God incarnate humbled himself in a limited human form and thus needed to
be taught lessons of human survival from mortals like Mary and Joseph. The incarnation
teaches the importance of not grasping after what is understood as a right or due status.
The servant leader knows that serving God with humility allows the power of God to
work in them and through them.
Leadership, especially when informed by servanthood, involves suffering. As
much as the incarnation continues to scandalize, the cross continues to shock. Somehow
many servant leaders in the church assume the cross and the way of suffering are not to
be part of the victorious Christian’s life. Nevertheless, when times of suffering come, a
larger model in Christ provides a paradigm for understanding suffering. The model of
Christ tells us suffering is a legitimate part of the servant leader’s life. The story of the
cross, which includes the resurrection, helps the servant leader to embrace a larger
meaning for his or her times of suffering. The passion story helps the suffering servant to
know “such suffering love cannot be defeated in God’s cosmic design” (Sims 90).
The promise of the Scriptures is that God’s power is at work in the life of the
leader to persist and endure. Power displayed in the servant’s life takes on deeper
meaning and purpose. For leaders to serve in a Christlike way, they must comprehend the
negative aspects of power as well. While power is neutral, how it is applied can be life
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giving or destroying.
Power
The power of the resurrection, the power of the Holy Spirit, the power of roles of
authority, and the power of race and gender are all important concepts for a pastor to
understand. Life and Scripture provide examples that illustrate power as a negative or
positive force. The religious leaders of Jesus’ day used their power negatively, ultimately
leading to the crucifixion. Jesus is the prime example of one who uses his power
positively to transform lives. The dynamics of power need to be explored in the Christian
context.
Cheryl Forbes primarily views power as a negative force. She states that “the
religion of power is the antithesis of Christianity” (20). She struggles acutely with the
abuse of power within the Christian community. Power destroys relationships and,
therefore, destroys both the person utilizing the power and the person over whom power
is being exercised. Forbes says that even when the power is used for a holy purpose it
infects the person. She believes that power is toxic and should be rejected by the
Christian: “Jesus rejected Satan’s temptation to power, choosing instead the path of
powerlessness. If God refuses to use power, should we try?” (157).
When she describes power, Forbes does not discuss the possibility of a person
who is able to utilize power with humility and in service to others. She differentiates
power that comes from authority or position from spiritual power. Spiritual power
“creates, redeems, transforms, heals, unifies, strengthens, feeds, serves, resurrects, makes
whole and communicates” (180). Too often the power that is utilized in the Church does
not manifest any of these properties; instead, it is a self-serving power used to control
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cloaked in spiritualized language. The power is focused on manipulation, personal
achievement, and personal success. The power manifested by Christ, the power to which
Christians are called, is a power that permeates and enables the Christian to live the life
of Christ and is a shared power rather than hoarded. This power is distinctly different
than the self-promoting power that Forbes describes.
Nonetheless, power that comes from position, relationships, or by belonging in
the ruling paradigm can be used positively. The leader can recognize the necessity to
share this power, creating space for those who do not have power. This leader can also
utilize the inherent power for serving others. Becker’s understanding that “power over” is
not to be assumed negative and, therefore, avoided balances Forbe’s argument (Leading
Women 164). On the other hand, Forbes’ caution on the toxicity of power is not to be
ignored. For power to be used in healthy ways, leaders need to have accountability
regarding how the power is being potentially used or abused in their lives.
Forbes establishes that power is at play in all relationships (24). To deny the
presence of power in relationships is to leave it unrestrained. Instead each person must
acknowledge the power that is at work in their relationships and be cognizant of the
multiple manifestations it can take. When leaders recognize their own power they can
utilize it for the greater good. This recognition of power allows people to offer whatever
power they have to the glory of God and the service of others. A person of a certain race
or gender does not always identify with a certain group. A white male must recognize the
inherent power he will have in many church systems and be aware that this same power is
not as readily available to women and people of color within the same system. When this
inherent power is recognized, potential is created for it to be used in service to others.
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While the people of the church may choose to emphasize spiritual power, power at work
because of position, role and the larger sociological systems must be recognized as well.
Power is ultimately necessary for the fulfillment of the mission. The Level Five
leader has the ability to empower a group of people to fulfill the purpose for which they
have come together. In the context of the church, this power is best expressed when the
church is galvanized around its sense of mission. Becker names one aspect of power
inner authority, which is an assuredness, an inner strength that is convincing for the
leader and others. She gives an example of a Lutheran relief team that was empowered as
individuals and a group because of their shared mission. “The sense of common purpose
and the sense of urgency in this team combine to give each of the team members as well
as the team itself a source of authority that comes from within” (Becoming Colleagues
257). This inner conviction overrides personal ambivalences and esteem issues.
A healthy aspect of leadership power is the strength to endure. This endurance is
an essential quality for the life of any leader. When Collins speaks of professional will,
he is attempting to describe a similar depth of meaning (39). For Christian leaders this
will is an endurance founded in their relationship to God. Their commitment to Christ,
the ongoing work of the Holy Spirit in their lives and the connection to the Almighty
transcendent God empowers the leader’s fortitude. On this foundation Christian leaders
have the ability to walk through deep waters, see the light ahead in the midst of present
sacrifices, and believe in the future. One of the roles often expressed for the Holy Spirit
in Christian tradition is the provider of power to fulfill God’s call.
When power is bathed by the work of the Holy Spirit, restrained by
accountability, and balanced by humility, great leadership in the church can be born.
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Power that is purified by servanthood, blended with an appropriate humility, and has
embraced sacrifice and servanthood over self-promotion can create far-reaching change.
Theologically this power is evident when Jesus is on the cross making the ultimate
sacrifice. “Jesus leads with power. His power to lead finds its ultimate expression not in a
throne but in a cross. Jesus’ lordship comes to fruition not through domination and
coercion but through humility and service” (Hawkins 58).
In the third chapter of Philippians, Paul says, “I want to know Christ and the
power of his resurrection and the fellowship of sharing in his sufferings, becoming like
him in his death, and so, somehow, to attain the resurrection from the dead” (Phil. 3:1011). This power is connected both with the sacrifice and humility of the cross as well as
the theme of pressing on toward the goal found in the fourth chapter of Philippians. This
power is never about personal adulation but about the fulfillment of God’s mission.
Christ modeled a power that is shown through humility in the incarnation,
crucifixion, and resurrection. The characteristic of humility would, therefore, be the
beginning point of an effective pastor who models Christlike leadership. Humility is a
necessary balance to power. It protects a leader from using power in an abusive way and
accentuates the positives of fulfilling a mission.
Humility
A pastor is particularly called to balance leadership power with humility in light
of the incarnation. The model of Christ continues to inform the Christian leader that
servant leadership and humility is the template for their lives. The early Church
community struggled with this notion of humility. Humility was not highly valued in the
Greek world. Paul elevates the humility of Christ as a virtue this which runs against
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common negative perceptions of the characteristic. Some have wondered if the Greek
communities desire to view themselves as great, limited their willingness to consider a
God whose essence would show how small they really were (Comté-Sponville 147).
Conversely the desire to view their culture as great would run against the call to a
personal humility. The biblical material calls people to remember a God who is much
larger than they, and the appropriate humility in response.
The importance of the virtue of humility is evident in the early writings of the
Church. Humility was classically understood as making a way for the reception of truth.
A definition of humility is the ability to think of others above oneself, to look out for their
interests and seek the common good. Humility is not only the absence of selfishness but a
commitment to others regardless of their position or prestige. Humility is considered the
right attitude all are to have before God.
Pride on the other hand is a wrong focus on oneself. It is love that should rightly
be turned to God but is turned inward instead. When people think more of themselves
than of God or others, their minds and hearts are closed to receiving important
information. In Christian tradition pride is considered a source or evidence of sin.
Humility is the correcting virtue to the vice of pride (Deverette 77). Thomas à Kempis
draws this parallel as well. When speaking of pride, he says, “Do you believe in yourself?
Believe even more in others; this attitude preserves your humility” (10). Thomas Aquinas
regarded pride as the desire for exaltation, which was countered by humility, the exalting
of God and the presence of God in others (Pope 45). Humility is not portrayed as a
degradation of self as much as it is an understanding of God. The call to humility is a call
to understand the limitations of humanity and, therefore, accept the need for grace on
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behalf of all of humanity when coming before a God who is creator, infinite and
almighty.
The theme of humility in the life of the Christian has been a focus of church
leaders and writers across the ages. Benedict of Nursia, Bernard, Abbot of Clairvaux, and
Jeremy Taylor were among many who challenged the people of God to take on the
humility of Christ (Foster and Smith 179, 269-70; Burch 131). Andrew Murray continues
with this emphasis on the essential quality of humility in his book. He says, “Humility is
not so much a grace or virtue along with others; it is the root of all, because it alone
assumes the right attitude before God and allows Him as God to do all” (12). Murray sees
the weakness of the church as a lack of attention to humility. The Christian life is like a
tree and when humility is not at its root the whole life system is weakened.
Augustine was a major source for this understanding of pride and humility. Pride,
he said in his confessions, “was one of the chief impediments to loving you and revering
you with chaste fear” (276). Instead what is owed to God is “humble and single-hearted
service” (274). J. Patout Burns noted that for Augustine, “pride is the root form of evil,
separating the self from God and playing itself out in claims to moral self-sufficiency, to
religious superiority, and to political domination” (82). Pride is understood to be the
major obstacle to overcoming evil. According to Augustine the antidote is humility. The
divine humility incarnated was the remedy to pride, which separates people from God. (J.
Burns 82) Pride was considered the deadliest of the seven sins; therefore, if humility is
the cure, it is of vital importance for the Christian life. Those who embrace Christ and the
model of humility will know the power of the resurrection. Those who exalt themselves
will know eternal chaos.
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Humility was additionally stressed for clergy who, given the privileges granted to
them at that time, could have easily fallen into pride. Lee F. Bacchi notes, “For
Augustine, the ordained minister demonstrated humility ontologically by remembering
that he, too, was a member of the people of God, a fellow-disciple along with all the other
Christian faithful under the one Master Jesus Christ” (405). Augustine’s humility was
communicated through his words of address regarding himself and others. He referred to
himself as the servant of Christ or to others as “one of our fellow disciples” (405).
Humility was a central aspect of Augustine’s view of Christ and the Christian way of life.
He believed humility was demonstrated in every phase of Christ’s life.
Augustine, in his sermon “Christ in His Mystical Body,” explores the humility of
Christ and the invitation for the believer to be changed by that humility using Matthew 4.
When talking about the temptation of Christ, he describes the humility of one who is fully
divine being fully human: “For he was hungry, because this too was part of His
humiliation. For the bread hungered, the Way was lost, Our Healing was wounded, and
Life died” (qtd. in Toal 274).
Augustine interpreted the temptation of Christ to be that of using the power
available for purposes other than to glorify God. Humility was seen as the great
corrective to abusing power for selfish purposes. Humility expressed in this passage
reveals power rather than weakness. If he had given in to the temptation, he may have
looked powerful but the result would have been a loss of power to Satan. Just as love
misplaced brings dishonor to God and ultimately leads one to sin, so power misused is an
aberration to God. Jesus was the ultimate model of power at its strongest when it is given
in service, sacrifice, and humility.
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Diane Leclerc’s study on the definition of sin in light of women’s experience
offers nuances when understanding of the vice of pride, the virtue of humility, and the
concept of sin. She proposes the sin common to women is better described as “relational
idolatry” (30). Relational idolatry is when primary relationships are placed before a
person’s relationship with God. Issues of pride are not prevalent in women, while an
unhealthy humility would be common. She says, “[E]xcept for rare exceptions, women
have spent centuries suppressed and silenced in the name of Christian humility” (49).
Carol Lakey Hess cautions the application of humility to women as well: “When pride is
the sin to be overcome and humility is the virtue to achieve, spiritual practices may,
unfortunately, become ‘steps of ruin for girls and women’” (146).
The sin of self-abnegation needs to have a theological weight in women’s lives.
Women need to have an independent system of self-definition that reflects a selfunderstanding of worth and value before embracing an appropriate humility.
In a more recent secular study of virtues, humility again was listed among the
important virtues. While the author had an understanding of the Judeo-Christian roots for
these virtues, no commitment was made to that perspective. Nevertheless, the virtue of
humility was described as “the virtue of the man who knows he is not God” (ComtéSponville 141). The connection between humility and the reception of truth was also
emphasized. André Comté-Sponville spoke of an “air of sadness,” which is healthy as
people come to understand themselves as being human with limitations and flaws. He
calls persons to be merciful to themselves in the midst of their humility, a self-acceptance
without illusions. Humility is different from humiliation. Self-acceptance has a healthy
understanding of all humans being a mix of strengths and weaknesses, limitations and
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potential.
A humble leader has the ability to think of others above oneself, to look out for
their interests and seek the common good. Humility is not only the absence of selfishness
but a commitment to others without regard to their position or prestige. Humility is not an
indication of low self-esteem but rather a mark of moral strength and integrity. For
leaders to live the life of the Spirit, they must be able to come before God with honest
humility and review the state of their hearts and practice the art of listening. Listening is
an action that reflects humility. In humility, listening includes being quiet before God and
quiet before others, receiving important information that helps direct the decisions being
made. One way in which a pastor is reminded of God’s transcendence and, therefore,
proper humility is through a life of prayer.
Humility is also the key to a community of unity and involves acknowledgment
of one’s own humanity and a trust in God’s power and provision. It is the ability to affirm
God’s almighty transcendent nature and humanity’s limitations. Humility combined with
power frees the pastor to lead in an incarnational way. Paul offers the pastor an important
case study of the blend of humility and power in the church leader’s ministry.
Paul: A Case Study of Humility and Power
Humility is not an adjective often used for Paul; nevertheless, it is appropriate
within this discussion. While he has a strong sense of himself and his gifts, Paul never
puts himself forward as the primary concern. Over and over again he emphasizes the
importance of Christ being first and foremost in the life of the Church. Marty Wooten, in
his study of 2 Corinthians, establishes Paul’s servant heart:
Paul is making the point that in preaching his message, he is not
promoting himself and making himself out to be the standard. By holding
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up Jesus Christ as Lord, he was in reality serving the Corinthians and not
enforcing his own authority. (65)
Clearly Paul knows his personal strengths. He does not deny his intelligence,
discipline, or heritage. When he boasts it is about what Christ has done in his weakness.
He also makes clear throughout his letters no hierarchy exists among believers. In his
letter to the Galatians he says, “There is neither Jew nor Greek, slave nor free, male nor
female, for you are all one in Christ Jesus” (Gal. 3:28). He approaches each of the
situations in the churches to which he writes with power and humility. He does not shirk
from confronting the concerns he has for the community. His motivation for confronting
is the desire for reconciliation between people and God. He is the first to admit he was
one of the greatest of sinners; he did not deserve the love of God and he had weaknesses.
When writing to the Corinthians he says, “For I am the least of the apostles and do not
even deserve to be called an apostle, because I persecuted the Church of God” (1 Cor.
15:9).
In his letter to the Philippians, this humility comes through during a time of great
opposition in his ministry. He is waiting for judgment from the courts. This waiting
period would have been difficult even in the midst of Paul’s assurance regarding death
and life both being for the glory of God. In addition, while he is imprisoned, some
detractors rise up to question his leadership and make malicious remarks against him. His
response to this challenge is found in Philippians:
Some proclaim Christ from envy and rivalry, but others from goodwill.
These proclaim Christ out of love, knowing that I have been put here for
the defense of the gospel; the others proclaim Christ out of selfish
ambition, not sincerely but intending to increase my suffering in my
imprisonment. What does it matter? Just this, that Christ is proclaimed in
every way, whether out of false motives or true; and in that I rejoice.
(Phil. 1:15-18a)
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In a time of great suffering, Paul had good cause to make an argument on his own
behalf. He had every reason to call those who support him to attack those who preach for
malicious reasons and attack his name. His reputation, ministry, and integrity are on the
line. Even in times like these, Paul is focused on Christ and on the mission of proclaiming
Christ to the world. He would not call the early Church to become embroiled in a
controversy over him, but rather insisted they stay focused on the mission and Christ
alone. The extent of Paul’s commitment to embrace humility and power is explicated by
a closer look at Philippians 2:1-11.
A Study of Philippians 2:1-11
The humility of Christ and the power at work in Christ are key themes in Paul’s
writings. Philippians 2:1-11 begins with “therefore,” linking the passage to the previous
theme of unity in the Christian community. Philippians 2:5-11 is a poetic expression of
the example of Christ. It has generally been regarded as an early Christian hymn, possibly
sung during the Eucharistic meals. It has the markings of liturgical usage as a hymn.
Whether written by Paul or a preexistent hymn quoted by Paul, its function does not
change. It serves as an example of humility and love. Verse five serves as a hinge,
establishing the preceding characteristics as the right Christian attitude and then pointing
to the example of Jesus Christ.
Paul builds an argument for unity based on self-sacrifice and humility. He speaks
to the roots of this call, the example of Christ, and the breadth of meaning this unity has
for the community and its witness. The focus shifts from the dangers of the threatening
nature of the world to the threat of a divided community. The power to heal these threats
is in the willingness of the Christ followers to come before God and each other in
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humility. Unity is essential for the fulfillment of the mission and only made possible
through authentic humility.
Four appeals are made for this unity beginning with the word “if”: “if you have
any encouragement from being united with Christ, if any comfort from his love, if any
fellowship with the Spirit, if any tenderness and compassion” (Phil. 2:1). The “if” in the
statement does not connote doubt, but certainty it expresses a power more than sufficient
to accomplish what is being named. Paul is rehearsing common ground with the
Philippians. The Christian community is reminded of the resources of encouragement and
compassion found in their life together in Christ.
The phrase “encouragement [paraklesis] in Christ” contains the ideas of
consolation and strengthening as in giving someone courage. The importance of this
characteristic in a community in the midst of suffering is invaluable. The phrases
“comfort from his love” and “fellowship [koinonia] in the Spirit” reveal Paul’s
understanding of the spiritual resources available to create Christian love and unity. This
unity of community is created and empowered by the Spirit (Phil. 2:1). The fellowship
has its source and origin in Christ. Paul continues to layer his argument. When he speaks
of tenderness and compassion, he is appealing to the Philippians to be in Christ which
will result in a common love for each other. This appeal comes from the heart of Paul to a
people he loves greatly.
Paul takes these “if” statements toward the natural conclusion he wants the people
to make. If all these resources are available to the people of God (and the assumption is
they are), then the command is to live out those realities. If all these clauses are true, the
people have no choice but to be a harmonious unified people who can, therefore, fulfill
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their mission.
The Philippians are called to humility (tapeinophrosyne). This call was odd for
the secular Greek to hear. Humility was seen as the attitude of servility, a person of low
birth (Martin, 91). Humility would not have been considered a virtue in Greek society.
Markus Bockmuehl says, “In secular Greek it is rarely used, and then in a derogatory
sense to denote servile weakness, obsequious groveling or on the other hand mean
spiritedness” (110).
The Old Testament had a more positive sense of humility. Humility was
considered the proper attitude all people are to have before God. The biblical view of
humility was not an indication of low self-esteem nor a base attitude, but rather a mark of
moral strength and integrity. Humility involves acknowledgment of one’s own humanity
and a trust in God’s power and provision.
Philippians 2:4 is a restatement of the nature of humility, “Each of you should
look not only to your own interests, but also to the interests of others.” Unlike the Roman
culture in which the Philippians lived, the new community has a nonhierarchical intent.
The leadership and service of the Philippian community were to be marked by humility.
Paul’s point is that Christians are called to make an investment into the lives of others
without thought of personal gain. This mutuality of love is to be the mark of the Christian
community.
The humility of Jesus had a significant influence on the early Church’s notion of
humility. As the Christ hymn in Philippians 2:5-11 goes on to demonstrate, true humility
is a mark not of weakness but of strength. To be a Christian is only fully possible if
Christians are in Christ. In Christ the heart of the Christian is transformed to love others

Paul 65
first.
Christ is the model Paul holds before the Philippian community. Jesus did not
think he needed to take advantage of this equality with God; he did not consider it
harpagmos to be equal to God (Bockmuehl 129). In the context of Paul’s letter, humility
is best understood as the commitment of Christ not to hold onto the advantage of his
equality with God. Equality with God was not a matter of receiving or grasping but of
giving. Equality with God was not to be selfishly exploited. If Christ, who is equal to
God, set aside his own interests for the sake of others, so should Christians.
Philippians 2:7-8 spells out the humility that Christ chose in place of the selfserving attitude rejected in verse six. Rather than grabbing for himself from the advantage
of equality, he emptied himself. The verb keno can mean either literally to “deprive” or
“make of no effect” (Bockmuehl 133). Christ lived as if he were not divine in order to
serve humanity in love.
The phrase Paul uses here for “humbled himself” signifies the act of placing
oneself in solidarity with the humiliated (Wengst 49). Hence this humility is not only the
absence of selfishness but a commitment to others regardless of their position or prestige.
This choice to be a servant, to display humility, is made evident in the incarnation
and the crucifixion. The crucifixion is a deliberate climax to this section. Not only was
this humility seen in the willingness of Christ to die but in the willingness to die
shamefully. Christ is, therefore, the example of true humility. Gerald F. Hawthorne
describes the breadth of humility portrayed in the life and death of Christ:
True humility is to choose the will of God over one’s own will. It is to
decide to go God’s way rather than one’s own way. And in the case of
Christ’s humility was for him to purpose to radically obey God, even at his
own expense, even if it cost him his life to do so, even if he must die by
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crucifixion! (Word Biblical Themes 73)
Philippians 2:9 is a movement from Christ’s humility to God’s exaltation. These
two themes are especially important when held together. This connection is why verse
nine begins with the phrase “and therefore.” The exaltation is expressed in the prophetic
word, which foresees the time when at the name of Jesus everyone shall bow. Bockmuehl
notes that the exaltation was not the incentive for Christ’s acceptance of humility.
“Theologically, his exaltation is not a reward but rather a counterbalance to the
acceptance of suffering” (140). The promise of exaltation is not the reason given for the
Philippians to follow his example of humility. Instead as F. Bruce says, “[S]ince he was
the one whom they now confessed as Lord over all, his example should be decisive for
them” (72).
The hymn reaches its climax with the proclamation “every tongue confess that
Jesus Christ is Lord” (Phil. 2:11). “Jesus Christ is Lord” is known as the confession for
the early Church (Hawthorne, Word Biblical Commentary 93). In this case the church’s
worship and confession is offered by all. This “all” would certainly refer to all peoples
but could also infer all creation. This song of confession reveals the power that was found
in Christ’s death and resurrection. It is the power to fulfill the mission to which Christ
was called: the mission of dying and rising that the whole world might be saved.
The conclusion drawn from this hymn, as Paul has used it, is a call to humility, to
love, unity, and service. This call is built on nothing less than the paradigm Jesus had
lived before them. The rhythms of discipleship can be heard: the greatest must be the
servant, to gain life it must be lost, to receive, a person must release. Ultimately true
power is displayed in humility. The power to fulfill this call is found in a life of humility
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to God and in service to others. The alternative message of the world encourages people
to grab any territory or rights that they can, to self-promote and self-protect. Paul calls the
Philippians away from those characteristics so they might know the beauty of living in
community that shares the mind of Christ. Christians are called to be a people who have
the blend of humility and power at work in their lives.
Through the secular works of Collins and Greenleaf, the biblical model of the
incarnation and the life and writings of Paul the repeating theme of power and humility
keeps reoccurring. Women’s studies have shown that this message will be heard and
applied differently in their roles as leaders. The research had an exploratory motivation.
As case studies were developed, the research sought to determine the ways in which
power and humility as well as other factors impacted the leadership of four Nazarene
women pastors who have led churches from good to great.
Research Literature
This dissertation had an exploratory motivation. I desired to discover what kind of
leadership qualities and other church-life factors could have been reasons for a church’s
transition into growth. The parameters of the research seemed to best fit a case study
model. Robert Yin’s definition of a case study is “an empirical inquiry that investigates a
contemporary phenomena within its real-life context: when the boundaries between the
phenomenon and context are not clearly evident; and in which multiple sources of
evidence are used” (23). The multiple case study design was chosen as a strategy
because, as Yin says, “case studies arise out of the desire to understand complex social
phenomena” (14). The replication of the study creates a more compelling argument than a
single case would have created. William Wiersma points out that the additional setting
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can also “enhance the generalizability of the research” (207).
The case study strategy demands much of the researcher since the collection and
analysis of data is not routinized. The researcher must be able to assimilate large amount
of material without bias. Collins describes one of his strengths as “the ability to take a
lump of unorganized information, see patterns, and extract order from the mess, going
from chaos to concept” (11). Yin says names necessary strengths for doing a case study:
the researcher will need to be good at question asking, listening, having flexibility and
lacking bias (63-65).
The primary questions asked were “what” questions: “What are the leadership
qualities of these Nazarene women pastors?” and “What other church factors have
contributed to growth?” Since the main motivation was exploratory, any of the strategies
would work, but the case study offered an opportunity for a broader exploration of
contributing factors as well as multiple settings for affirming patterns. Yin supports the
use of a case study in this type of setting:
The case study is preferred in examining contemporary events, but when
the relevant behaviors cannot be manipulated. Thus, the case study relies
on many of the same techniques as a history, but it adds two sources of
evidence not usually included in the historian’s repertoire: direct
observation and systematic interviewing. (19)
Beyond deciding upon what questions to study, the research must also decide
upon what data is relevant, what data to collect, and how to analyze the results. Yin says
an exploratory case study must not begin until it has been decided “(a) what is to be
explored, (b) the purpose of the exploration, and (c) the criteria by which the exploration
will be judged successful” (37).
Data collection in a case study strategy is far more open than the controlled
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confines of a laboratory or the structured limits of a questionnaire. Since the study is done
in context of life, many “controls” of environment are lost (Yin 72). Well planned out
field procedures are important in creating a valid study. Case studies utilize multiple
sources of evidence. The data base created is quite extensive. The sources are organized
and analyzed in such a way as to create a chain of evidence. “Case studies may be based
on six different sources of evidence: documentation, archival records, interviews, direct
observation, participant-observation, and physical artifacts” (84). Interviews are usually
of an open-ended nature for a case study. The survey is used in relation to the other
sources of evidence. The evidence is stronger when different sites can be posed the same
questions as in an exploratory interview with a church leader and survey questions with
the larger membership. Bill Gillham says that questionnaires are of most value when
combined with other sources of data (2). The mixture of using questionnaires and
interviews allowed me to have a broader-based response from many with a deeper
response from a few. People generally talk more easily than they write making interviews
an important aspect of the case study (13).
All sources of evidence are reviewed and analyzed together so that the case
study’s findings are based on the convergence of information from different sources. As
the database is created a system through which the information will be filed and classified
is helpful. This system sometimes called coding is useful both for retrieval of information
when needed as well as for understanding by an outside party. Coding is used to
“structure and facilitate analysis” (Wiersma 213). The coding categories that are created
must not bias the outcome of the study.
While this study could have focused only on the individual leader, the desire was
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to step back from an assumption of leadership and see if it would arise as a primary factor
of growth and, if so, what type of leadership qualities emerge. The unit of study is,
therefore, the church while including an emphasis in questions and analysis upon the
senior pastors. This approach was based on the way in which Collins did his study of
businesses.
Conclusion
Jesus is the prototype of a servant leader who exemplifies the blend of humility
and power. Therefore as Church leaders explore leadership models, the incarnation
provides an important filter through which they must screen the new paradigms they
might embrace. Leadership that reflects the qualities of humility and professional will is
not just Christian but also pragmatically works. Collins’ study, which is not based on a
Christian commitment, underlines that this way of leading is what builds great, lasting
institutions. Women will have a nuanced understanding and application of these
leadership skills. Further studies exploring the experience of women in leadership are
important.
The literature search has informed the creation of this research. The research was
designed with the following concepts in mind:
x

Women’s leadership in the church must be understood and valued in its own

x

Women’s leadership must be understood in the broader context of the

right;

leadership studies as well as biblical and theological models; and,
x

Women will have distinct ways of understanding and applying the leadership

blend of humility and professional will.
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CHAPTER 3
DESIGN OF THE STUDY
The purpose of the research was to investigate the potential common leadership
qualities of women Nazarene pastors who have led churches from one level of
functioning to a new level of life and vitality (from good to great). The design of this
study was exploratory in nature. The qualitative results are presented in a case study
format while the quantitative results of the survey component were analyzed statistically.
Problem and Purpose
Descriptions of leaders often have a functional focus. These models describe
leaders as people who get things done, communicate a clear vision, and are able to
galvanize followers to a common goal. These functions are important aspects of effective
leadership and yet other character qualities are also fundamental to good leadership. Any
consideration of church leadership must probe the concern regarding the particular
demands that being a Christian makes on the way leadership is done. In addition little
research has been done regarding the potentially unique ways a woman effectively
performs as a pastor and leader. The purpose of the proposed research was to investigate
the common leadership qualities of women Nazarene pastors who have led churches from
one level of functioning to a new level of life and vitality (from good to great). When
looking at these common characteristics they were compared to a paradigm of Level Five
leadership as presented in Good to Great (Collins).
The primary quality of Level Five leadership is a blend of personal humility and
professional will (Collins 20). This characteristic is made evident in the various ways
these leaders enacted their leadership and interacted with others. These leaders rarely
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talked about themselves and their own contribution. The center of attention was not on
themselves but the larger goal of building a great company. The aim was not immediate
success but long-term greatness. They were not focused on quick accolades but long-term
growth and healthy functioning. They had a commitment to greatness and an unwavering
belief in their companies’ ability to achieve that greatness. Level Five leaders portrayed a
ferocious resolve to do whatever was necessary to make the company great. They were
willing to make sacrifices and tough decisions. They were able to look with brutal
honesty at the realities and face the implications those realities present.
Research Questions
Four questions guided the study.
Research Question 1
What challenges do women in pastoral leadership face in leading Nazarene
churches?
Research Question 2
What are the common qualities of pastoral leadership evidenced by the Nazarene
women senior pastors of the churches who have led churches from good to great?
Research Question 3
Are there parallels between these common qualities and the qualities of a Level
Five leader as defined by Jim Collins?
Research Question 4
What congregational dynamics contributed to the leap from good to great?
The first research question arose from the common understanding that women do
face unique challenges in leadership especially in the evangelical church. In both
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mainline and evangelical churches some discussion among women clergy has taken place
in regarding what has been called the “stained-glass ceiling.” The statistics of the Church
of the Nazarene, which show 25 to 30 percent of the clergy as women in the late 1920s
with the present numbers wavering around 2 to 3 percent, signifies some obstacles that
have arisen for women called to pastoral leadership. The desire of the study was to
discover what challenges would be named by women who have had some experience of
success. All the grand tour questions in the senior pastor interview were utilized in
answering research question number one. Each question led to information regarding
unique challenges these women faced in their leadership. The probe question of “Were
there aspects of this experience that you feel were influenced by your gender?” was
helpful in mining out perceived gender-based challenges. The first question regarding
their description of naming and embracing their call was the most directly connected to
research question 1. The grand tour questions in the ministry leader’s interview could
potentially lead to a discussion that addresses research question 1, but not necessarily.
The probe question of “Do you think your pastor’s gender affected the church’s response
to her leadership?” was used if the issue did not arise on its own. No specific questions in
the members’ questionnaire addressed this research question.
The second research question arose from the conclusions drawn in Good to Great.
Collins and his research team discovered common qualities for different levels of
leadership. The five levels of leadership identified were significant indicators regarding
the business’s ability to transition from good to great. Collins describes five leadership
levels and their corresponding qualities:
Level 1. “Highly Capable Individual: Makes productive contributions through
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talent, knowledge, skills, and good work habits” (20);
Level 2. “Contributing Team Member: Contributes individual capabilities to the
achievement of group objectives and works effectively with others in a group setting”
(20);
Level 3. “Competent Manager: Organizes people and resources toward the
effective and efficient pursuit of pre-determined objectives” (20);
Level 4. “Effective Leader: Catalyzes commitment to and vigorous pursuit of a
clear and compelling vision, stimulating higher performance” (20); and,
Level 5. “Executive: Builds enduring greatness through a paradoxical blend of
personal humility and professional will” (20).
In a similar way this research sought to determine if patterns emerged in the
leadership qualities among the women senior pastors. A researcher-designed, semistructured interview protocol was used with the senior pastors and ministry leaders. All of
the grand tour questions in the senior pastor interviews were utilized to search for
common leadership qualities. These probe questions became more refined as the
interviews progressed because I was able to ask follow-up questions based on the
subjects’ previous answers. While they were not directly asked if they perceived
themselves as having common leadership qualities with other women, their answers were
analyzed for this purpose. The grand tour questions in the ministry leaders’ interviews
that focused on answering this research question were questions 3, 4, and 5.
The members’ questionnaire, which was designed to measure leadership qualities
and other congregational dynamics for growth, was one source of data for the study. The
item numbers from the members’ questionnaire that contributed to answering research
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question 2 were 12 and 16.
The purposes of research question 3 was to discover if a correlation existed
between the leadership qualities found in the senior pastors and Level Five leadership.
A researcher-designed, semi-structured interview protocol was used with the
senior pastors and ministry leaders. The questions in the senior pastor interview focused
on answering research question number 3 were the grand tour questions of 4, 5, and 6.
The probe questions were used to dig deeper into the nuances of their leadership and
were helpful in making comparisons to Collins’ Level Five leadership. The following
questions in the ministry leaders’ interview focused on answering this question were 2, 3,
and 4. Each of the probe questions were helpful in this area of analysis. Initially I planned
on asking the lay leaders to compare their pastors’ leadership to Collins’ descriptions of
the five levels of leadership. After the first set of interviews the question was left more
open ended because of apparent confusion. The lay leaders were asked to describe the
pastors’ leadership style rather than compare the pastors to a specific leadership level
description. The members’ questionnaire, which was designed to measure leadership
qualities and other congregational dynamics for growth, was a source of data for the
study. The item numbers from the members’ questionnaire that contributed to answering
question three were 12, 15, and 16. Question number 16 included nine words used in
Good to Great to describe level five leaders (27).
Research question number 4 was, “What congregational dynamics contributed to
the leap from good to great?” My desire was to discover what other elements would arise
as important contributors to the growth of the churches. Portions of the surveys and
interviews were created to see if church leaders and members would name contributions

Paul 76
other than pastoral leadership to the churches’ growth.
A researcher-designed, semi-structured interview protocol was used with the
senior pastors and ministry leaders. The grand tour questions 4 and 7 in the senior pastor
interview were focused on answering research question number 4. Probe questions were
used to dig deeper into congregational dynamics. The grand tour questions of 2 and 6 in
the ministry leaders’ interview were utilized in exploring research question 4.
The members’ questionnaire, which was designed to measure leadership qualities
and other congregational dynamics for growth, was one source of data for the study. The
item numbers from the members’ questionnaire that contributed to answering research
question 4 were 8, 9, 10, 11, 13, and 14.
Methodology
The churches that participated in the study were Del City Church of the Nazarene,
Del City, Oklahoma, Frankclay Church of the Nazarene, Frankclay, Missouri, Princeton
Church of the Nazarene, Princeton, Illinois, and Penny Road Church of the Nazarene,
Raleigh, North Carolina. I worked with the senior pastor to plan the church study (see
Appendix B). The senior pastors played a crucial role in the data collection for this
project. They set up dates for site visits and helped arrange the five interviews with
church board members and/or ministry leaders. The senior pastors also oversaw the
distribution and collection of questionnaires.
Subjects
Subjects were drawn from three target groups: the four pastors, leadership of the
four churches, and active members. The primary subjects of the research were four
Nazarene women senior pastors. To begin the selection process, I began contacting
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district superintendents for names of women senior pastors and the churches they served.
In addition the Research Center, Church of the Nazarene Headquarters, supplied a chart
of women designated as senior pastors serving churches that reported at least 3 percent
growth in morning worship attendance for three years. Further statistics for the churches
were found through the International Church of the Nazarene web site through which
global church statistics are available (see Appendix A).
The criteria for choosing subjects were churches served by women senior pastors.
These pastors would have led the churches through a transition in morning worship
attendance, fulfilling the definition of churches that have gone from good to great. The
definition used for good to great was limited in scope. “Good” was defined as a church
that had reported for at least three years a morning worship growth at the average rate of
North American Nazarene church’s growth or less (1.5 percent or less). The church could
not be marked by any recent crisis, split, or catastrophe. The “great” was defined as when
a “good” church hit a transition point and began having growth in morning worship
attendance at least two times the North American Nazarene church’s growth rate over the
next three years (3 percent or more). The senior pastors who were the primary subjects of
this study were; Rev. Vera Radley of the Del City Church of the Nazarene, Rev. Tami
Wilson of the Frankclay Church of the Nazarene, Rev. Laura Root of the Princeton
Church of the Nazarene, and Rev. Katherine Widdifield of the Penny Road Church of the
Nazarene
The second target group was the ministry leaders of the church. This group
consisted of five people who served on church boards or supplied ministry leadership. I
requested that the five chosen would be a mix of men and women when possible. I also
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requested that their involvement at the leadership level would have been at least two
years and their membership in the church be at least three years.
The members of the congregations of each of the four churches were also
subjects. The member’s questionnaire was developed to probe more adequately the
congregations’ perspective on the leadership qualities of their pastors as well as the other
factors contributing to church growth.
Instrumentation
Data sources included interviews, a survey, and demographics. A combination of
a researcher-designed, semi-structured interview protocol for the women senior pastors, a
researcher-designed, semi-structured interview protocol for the ministry leaders, and a
membership questionnaire were used (see Appendixes C, D, and E).
The pastor interviews had preset questions that were developed for conversations
with the senior pastors. The goal of the questions used in the instrument was to engage
the senior pastors in a conversation through which they could tell their stories. The same
questions were used in each of the four settings.
The ministry leader interviews had preset questions that were developed for
conversations with Church board members and/or lay ministry leaders. These same
questions were used in each of the four settings. A number of the questions used in the
interviews were developed from the research work found in Collins’ book, Good to
Great.
The members’ questionnaire was a survey given to the adult members of the
congregation. The suggestion to the pastor was to have the questionnaires handed out
during small groups and adult Sunday school classes. The questionnaires could be
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distributed at other gatherings according to the judgment of the senior pastor. A short
video was produced that explained the study and provided instructions and was to be
shown to each congregation as a way of connecting with the participants and improving
the response rate. To encourage involvement further the church members were informed
that twenty five cents would be donated to one of the churches’ funds (to be chosen by
the pastors) for every questionnaire filled out. Utilizing the smaller group gatherings
optimizes a more “captive” time when the church members are available.
Since no instrument existed to look at the issues raised in the research questions
of this study, I needed to design the questionnaire. The questionnaire was developed after
the literature review was completed. The same questionnaire was used in each of the four
settings. It included three sets of questions. The first set provided demographic
information, the second set related to the overall factors perceived to be significant for
the churches’ transition, and the third set pertained to leadership qualities (see Appendix
E). The questionnaire included questions which were ranked, scaled, specified and open.
In order to increase reliability and validity a pilot test of the survey and interview
questions was conducted. The survey was completed by church membership of the
Second Church of Dorchester, a Church of the Nazarene. The interviews were completed
with the senior pastor and two board members. In addition two lay members were asked
to answer the questionnaire. These had additional end questions requesting feedback on
clarity and understanding. The questions asked were
1. Were there any questions which you had difficulty understanding? If yes please
note which ones?
2. Was any of the language unclear?
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3. Are there any questions we didn’t ask, but should have?
This feedback was reviewed with the research reflection team. Corrections were made in
wording and layout to create the final form of the instruments.
Variables
Variables were the potential common qualities to be identified among the senior
pastors. The research was focused on naming potential emerging patterns of qualities and
comparing them to those qualities named by Collins for Level Five leadership.
Another common variable was each church’s progress in moving from good to
great. The subjects chosen for this study had to be serving in churches that fulfilled the
definition for a good to great church. The assumption of the research was that the growth
exhibited in these churches was largely dependent upon the leadership qualities exhibited
by their pastors though other factors would be explored.
Several other variables were also considered. Only one interviewer was used for
the interviews. A potential variable considered in this study pertained to the senior
pastor’s length of involvement in the churches and their educational background. In
addition variables considered in this study pertaining to the local church were the
demographics and history of the church. The choice to focus on one denomination limited
some of the variables that could be created by church polity. The research was also
limited to the study of churches led by female senior pastors controlling gender
variability.
Data Collection
I did an initial analysis of churches to determine which four fit the definition of a
good to great church under the leadership of a women pastor. The pastors were then
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contacted regarding their willingness to participate in this study. After agreeing to
participate in the study, they received a letter explaining the nature of the study and the
expectations regarding interviews, surveys, and data compilation (see Appendix B). This
letter was provided as a follow-up from a phone conversation in which the parameters
and demands of the study were outlined. The data collection regarding church
demographics and history began through contacting the senior pastor and utilizing
demographic studies available through the Research Center, Church of the Nazarene
Headquarters.
On-site interviews were held in each church. A prearranged two-hour time frame
was set up with the pastor. Each session was tape recorded. The senior pastors were
asked to fill out the member questionnaire ahead of time. This information was used to
formulate better questions for the interview. The questionnaire was also compared to the
responses by their congregation. Follow-up interviews were held for any necessary
clarifications.
Personal interviews were held with each of the ministry leaders. These interviews
were tape recorded. The interviews were done with at least five board members and/or
lay ministry leaders in each church.
The member questionnaire was handed out to the adult church members of each
church. The questionnaires were distributed during their Sunday school classes and small
groups. They were also disbursed at other events according to the senior pastors’
discretion.
Data Analysis
Analysis of the data collected from the senior pastor interviews, ministry leader’s

Paul 82
interviews, and members’ questionnaire was done simultaneously. The information was
sorted into the broad categories established in the research questions. The data from the
senior pastor interviews, ministry leaders’ interviews and member questionnaire were
synthesized into content analysis findings. SPSS software was used to tabulate results of
the scaled questions from the questionnaire. Coding was created according to the research
questions. These were used to identify emerging patterns. Data from all sources were
consulted for the confirmation of findings. The research reflection team and I completed
the analysis.
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CHAPTER 4
FINDINGS
According to the Research Center, Church of the Nazarene Headquarters the
average growth in the morning worship attendance among North American Nazarene
churches has been around 1.5 percent over the last few years. This number includes a
significant quantity of churches that are losing regular attendees each year. Statistics
show that 31 percent of the churches in North America show a 10 percent or more loss in
morning worship attendance. Clearly pastors are needed who can lead churches into new
levels of life and vitality. At the same time, increasing numbers of women are answering
the call to ministry in the Nazarene Church. Nazarene colleges, universities, and the
Nazarene Theological Seminary in Kansas City report increased numbers of female
students among their religion majors. Some churches, however, are hesitant to call
women as pastors. While there are occasions in which the reason for this hesitancy is
theological or biblical most often the uncertainty is more a question of the adequacy of
woman’s leadership and the ability of the congregation to stretch into a new model of
leadership. Concerns regarding a church’s ability to thrive under a woman’s preaching
and leading hinder the local church’s responsiveness to women candidates. The issue of
effective pastoral leadership is not one of gender qualification but adequacy.
The purpose of this research was to investigate the potential common leadership
qualities of women Nazarene pastors who have led churches from one level of
functioning to a new level of life and vitality (from good to great). The desire is to study
these four models of successful Nazarene women pastors and also investigate the
potential common qualities of their leadership.
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Research Questions
Four questions have guided this study.
Research Question 1
What challenges do women in pastoral leadership face in leading Nazarene
churches?
Research Question 2
What are the common qualities of pastoral leadership evidenced by the Nazarene
women senior pastors of the churches who have led churches from good to great?
Research Question 3
Are there parallels between these common qualities and the qualities of a Level
Five leader as defined by Jim Collins?
Research Question 4
What congregational dynamics contributed to the leap from good to great?
Profile of Subjects
Subjects were drawn from three target groups: the four pastors, leadership of the
four churches, and active attendees. The primary subjects of the research were four
Nazarene women senior pastors.
Del City Church of the Nazarene (DCN)
Del City Church (DCN) is located in Del City, Oklahoma, which borders on
Oklahoma City. The town is populated predominantly by blue collar workers. The
population within an eleven-mile radius around DCN was reported as 130,383 in the year
2000. The average household income was $37,781. Almost 60 percent of the people were
reported as white, non-Hispanic, 29 percent were reported as black, non-Hispanic, 7.8
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percent were reported as Hispanic and 5.4 percent were reported as other. High
unemployment has hit the community, therefore many struggling families live in the
neighborhood surrounding the church.
The church was founded in 1948. The church had known strong days in its past,
but in the years leading up to Rev. Vera Radley’s ministry, membership and attendance
had been on a significant downward trend. Rev. Radley came with her husband who was
the senior pastor in 1999. Things were so low at that point that the district was
considering closure of the church. Rev. Radley served primarily as the children’s pastor
but was also involved in almost all the ministries of the church. Her husband was
diagnosed with cancer in February 2001 and died three months later in May. His death
was a shock to both the church and Rev. Radley. The church discovered that Rev. Radley
had been taking the course of study to prepare for ordination and asked the district
superintendent if she could become their pastor. Rev. Radley was installed as their pastor
in August 2001. The church has shown an average growth across the last five years of
71.43 percent.
Those interviewed at Del City expressed much love and appreciation for their
pastor. They talked about what a hard worker she was and of her ability to overcome
difficult circumstances. They were proud of the recent renovations that had been
completed on the property. The membership has a significant number of retirees with
fixed incomes. Rev. Radley strives to bring in younger people while ministering to the
retirees found in her core group. The church motto is, “With God’s help I will aspire to
inspire before I expire.” This statement reflects the predominance of retirees in the
congregation. She has begun to engage students from Southern Nazarene University in

Paul 86
the local church ministry.
Rev. Radley grew up in Colorado where she served her local church in various
capacities of leadership. At different times she felt a call into ministry but thought that
her call was fulfilled through lay ministry. She was active in the Nazarene Youth
International leadership on the district level. She was the owner of a small business
before entering full-time ministry with her husband. After marrying she continued to
sense a call into ministry and began to take district courses to expand her training. At a
camp meeting, she heard the Nazarene evangelist Elaine Petit speak. Rev. Radley
reported that at that time “God spoke into her heart” that she would be speaking in front
of people as well. After her husband’s death, a couple few churches contacted the district
superintendent regarding her availability as a pastor. When the Del City Church called
her as pastor, she felt the fulfillment of her lifelong call.
Frankclay Church of the Nazarene (FCN)
The Frankclay Church (FCN) is located in Frankclay, Missouri, approximately 1
1/2 hours south of St. Louis. The town has a population of two thousand. The major
industries that used to employ people in that area had, for the most part, shut down. A
glass factory in a nearby town that employs around two hundred people has slowly been
making cutbacks in employees, benefits, and salaries. They are surrounded by the larger
towns of Farmington and Park Hills. Farmington is the largest town nearby and reported
a population of 26,875 in 2000. The average household income in Farmington was
$41,663. Reports showed that 94.1 percent of the population is white, non-Hispanic, and
4.0 percent of the population is black, non-Hispanic. In Frankclay and the surrounding
towns, a large number of families are on public subsidy. A rampant drug problem exists
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in the area. Many families live on incomes of less than $15,000. Most of the men in the
area work in factories in St. Louis. Many of the people in the church work in St. Louis or
work for the local school system as support staff.
FCN was founded in 1936. The building is situated on the back road of this small
town and seats around eighty comfortably. For most of the 1980s and 1990s, the church’s
morning worship attendance averaged around forty. The Rev. Tami Wilson was installed
as pastor in 1999. That year the church’s morning worship average was thirty nine.
Across the last five years, the average growth has been 84.6 percent. The church was
averaging around one hundred in morning worship the month this research was
completed.
The congregation described themselves as “country folk.” They referred to some
of Rev. Wilson’s innovations as her “city ways.” Those interviewed were significantly
uncomfortable with being recorded, often noting that they did not want to look foolish.
They were pleased with the growth they had been experiencing and reported excitement
over what God was doing in Frankclay. They understood the necessity to build on to the
present building but were uncertain about the church’s ability to raise the necessary
money. This uncertainty was then counterbalanced with the phrase that “God could make
a way.” A common phrase at the church is, “This is a happenin’ place.”
Rev. Wilson was originally from the St. Louis area. She came to faith in Christ
through the prayers of her in-laws, surviving a car accident, and watching the 700 Club.
Her search for a church ended when she went with some coworkers to the local Church of
the Nazarene. She was discipled by this church. She quickly began to serve in the
children’s department and over the years took on various leadership roles in the church.
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She was working as a manager at a chain restaurant when she felt that God was calling
her to quit her job, giving her space to take on more volunteer work at the church. She
became Sunday school superintendent. Her call to ministry was one that she and
especially her husband had to struggle to accept. She went through the district education
system to fulfill her educational requirements for the ordained ministry. She completed
those courses in the spring of 2004 and was ordained that following summer.
Princeton Church of the Nazarene (PCN)
Princeton Church (PCN) is located in Princeton, Illinois, approximately one hour
east of the Iowa border. The population within a twenty mile radius around the church in
the year 2000 was reported as 13,518, the average income was $49,030 per household,
about 10.6 percent below the United States average. Nearly 97 percent of the population
is white, non-Hispanic. Below average population growth is expected in this area.
The church was founded in 1967. The Illinois District funded the start-up of the
church. The Rev. Laura Root was installed as pastor in 2000. She had previously been on
staff as evangelism pastor at the Sterling Church of the Nazarene in the Illinois district.
PCN’s morning worship average was recorded at sixty nine for the year 2000. The church
graph shows that worship attendance lingered around sixty for most of the past twenty
years. Since Rev. Root began her ministry, the morning worship has increased 175.8
percent. The attendance average for the year 2004 was 182. The month before the
research took place, attendance was around 250 most Sundays. PCN is in the midst of a
building program through which a new sanctuary with seating for approximately three
hundred and a combination fellowship hall/basketball area will be built.
The people are predominantly working class. They described themselves as
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“simple” people. The average length of time the subjects had been attending PCN was 3.9
years. The growth has been primarily from unchurched or de-churched populations. Very
few Nazarene transfers moved into the area. Members interviewed there were excited
about the church and Rev. Root’s leadership. The mission statement for the church is,
“To save the lost and build the found.” The church describes itself on its Web site as “[a]
different kind of church, compassionate, loving and accountable Christianity” (Princeton
Church of the Nazarene). Further, they say, “We try hard to encourage, to listen with
compassion, to forgive mistakes and to support one another in good times as well as
during life’s inevitable storms.”
Rev. Laura Root is originally from Illinois. She came to faith in Christ through a
dramatic conversion during her husband’s deployment during Desert Storm. She began
attending the Church of the Nazarene in Sterling, where here she continued to grow in
Christian maturity. Rev. Root had several business pursuits during this time. Eventually
her senior pastor approached her regarding serving on staff to lead the church’s
evangelism program. Through this experience she began to sense a call into ministry. She
was able to complete her education requirements through the home course of study and
was ordained in 2002.
Penny Road Church of the Nazarene (PRCN)
Penny Road Church is situated on the southern border of Raleigh, North Carolina.
People attending the church come from many of the surrounding towns. The reported
population for the twelve-mile radius around the church in the year 2000 was 166,399. It
is a growing community. The average household income is $57,449 which is slightly
above the North American average. The area is fairly diverse in population; 58.4 percent
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of the population is white, non-Hispanic, 31.7 percent black, non-Hispanic, 6.3 percent
Hispanic, and 3.6 percent other.
PRCN was planted in 1985. It began with some families from North Raleigh
Church of the Nazarene who were on a two-year mission to get the new church started.
They enjoyed some good beginning days but had hit difficult times. They had been
meeting in rented facilities on Sundays from the beginning. Rev. Katherine Widdifield
was called by the pastor to preach in some morning services and the church’s revival
series. Soon afterwards the founding pastor resigned. The people of the church named
Rev. Widdifield as a primary candidate. Rev. Widdifield had been serving on the pastoral
staff of Raleigh First Church of the Nazarene (RCN). The senior pastor of RCN had
resigned, and in accordance with church polity so did all the staff including Rev.
Widdifield. The call from PRCN came at a time when Rev. Widdifield was searching for
a new direction. She had preached at a few open churches but had not felt any sense of
connection and call. When the Cary Church called, she sensed God’s hand in leading her
to this church. The church had diminished quite a bit by this time. Just a handful of
people were left. They had significant debt on a parsonage they had purchased as well as
land for a future building.
Rev. Widdifield began her pastorate at what was then called the Cary Church of
the Nazarene in October 1999. She reported that the first year was one of many changes.
She addressed some lifestyle issues that were not in keeping with the teachings of the
Church of the Nazarene. The first three months were a time of following up old contacts
and letting people know what kind of church they would be. A small group of this list
stayed with the church. The Rev. Widdifield was then released to move ahead and begin
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building the church God had called her to build.
That course of the church was determined at several pivotal moments when the
church board made significant decisions. Early in her ministry, Rev. Widdifield stopped
the board meeting and asked them to talk about any concerns they had with her
leadership or the direction in which the church was heading. Many spoke positively, one
had previously voiced strong concerns, and one of the leaders summed up their
conversation: “We were almost dead and now we have hope for life. God has called you
to lead, so lead and we will follow.” Another pivotal moment was after Rev. Widdifield
had been there for only ten months. She was diagnosed with breast cancer. She met with
the board ahead of the morning service with her resignation letter in hand. She informed
them of her diagnosis and the difficult treatment that lay ahead. She then communicated
that she was ready to announce her resignation in that morning’s service because she
understood their need for a pastor who could give them full attention. The church board
was silent for a moment, and one of the members spoke up:
If one of us came in and told you that we were diagnosed with cancer you
wouldn’t ask them to step down from the board. You would say, we’ll get
through this together. God hasn’t taken you away and we do not accept
your resignation. Pastor, we are going to go through this together.
They broke ground for the first phase of their building on 27 October 1991. In
thirteen years they have built an initial sanctuary with classroom and office space. They
have since added on a new sanctuary that seats 350 with a large foyer and more
classroom space. They are already in the process of beginning their next phase that will
provide an education wing. Growth has been slow and steady across the years. Average
growth across the last five years is 44.85 percent. Presently they average two hundred in
morning worship. The mission statement for PRCN is, “Building Faith, Building
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Families, Building a Future” (Penny Road Church of the Nazarene).
Rev. Widdifield grew up in Virginia. She was raised in the Pentecostal Holiness
Church. She married and raised a family as she and her husband (John Widdifield)
moved to several states according to the needs of his job as a project engineer. During
this time she went to school for business education and became an accredited business
teacher. She also grew deeper in her relationship with God. Through the years she has
served the local church in various positions of leadership. While at Raleigh First Church
of the Nazarene, she felt a call into the preaching ministry. She eventually was able to
pursue her studies through the home course of study. Her pastor was supportive
throughout her preparation. At one point he told her that if she was going to pastor a
church that she should start and grow a Sunday school class as preparation. He told her
she could preach, teach, anything she wanted. She started this class and it grew in
number. Several came to make new commitments to Christ through that Sunday school
class. As stated above, she became the pastor of the Church in October 1990 and was
ordained as an elder in 1991.
Table 4.1 gives an overview of the four churches, their pastor’s and growth.
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Table 4.1. Profile of Churches

Church

Population
of the
Region

Attendance
Before

DCN

130,383

65

FCN

26,875

39

PCN

13,518

66

PRCN

166,399

58

Pastor’s
Name
Vera
Radley
Tami
Wilson
Laura
Root
Katherine
Widdifield

Attendance
2004

Number
of years
at the
church

84

3.5

72

6

182

5

197

13.5

Instrumentation and Data Collection
The study included researcher-designed, semi-structured interview protocols and
a researcher-designed questionnaire survey. The questionnaire was distributed to adult
constituents of the congregations. The questionnaire and the semi-structured interview
protocols were used with the pastors and other church leaders to determine predominant
characteristics of leadership portrayed by the pastor, characteristics of the congregation
that contributed to growth, and parallels to Collins’ Level Five leadership.
The questionnaire had three-open ended questions. The purpose of the first
question was to determine the sense of shared focus between the pastor and her
congregation. The next two questions explored the congregations’ understanding of
programs and decisions that contributed to the church’s recent growth.
Four of the questions utilized a four-point scale, and the remaining questions were
rated on a five-point Likert scale. The questionnaire was piloted by members of the
research reflection team as well as two members of the Second Church of Dorchester in
Massachusetts. Corrections were made respondents indicated language confusion or that
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interpretations were being made by the order of the questions.
Each church showed a short video introducing the purpose of the questionnaire to
the congregation before it was distributed. The results of the questionnaire were tabulated
utilizing the SPSS software. Frequencies were computed for each demographic question,
and means for each of the Likert-scale questions were determined.
The interviews were all completed at the church sites. The ministry leader
interviews were a mix of men and women. At DCN the men were accompanied by their
wives, who participated in the interviews, in keeping with the practice of the church. At
DCN, FCN, and PCN, the participants were originally from the local area. Approximately
half had been in the church before the present pastor arrived.
Response Rate
Table 4.2 gives the representation of males and females who responded to the
questionnaire at each church. The senior pastors were contacted to ask if the ratio of male
to female respondents reflected the ratio of male and female membership. None of them
believed the ration of respondents matched their adult membership ratios. Rev.
Widdifield reported that last year the PRCN had ninety-one adult male members and
ninety-three adult female members. Common experience has shown that women are more
willing to participate in research. When comparing the representativeness of men and
women across congregations note that the male/female distribution is very similar in each
congregation with a maximum difference of 7.4 percent for women and 7.4 percent for
men.
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Table 4.2. Response Rate of Men and Women in Participating Congregations
(n=211)
Male

Church
DCN
FCN
PCN
PRCN
Total

n
14
13
23
25
75

%
35.9
31.7
34.3
39.1
35.5

n
25
28
44
39
136

Female
%
64.1
68.3
65.7
60.9
64.5

Total
39
41
67
64
211

The open-ended questions were not answered by all respondents. They were
reviewed and sorted according to common themes among the answers.
The leaders interviewed at PRCN were from Kentucky, Maine, New York,
Tennessee, and North Carolina. The reason for this diversity is that the church is in a
growing area of Raleigh, North Carolina. Rev. Widdifield called the town of Cary a
“northern town.” PRCN also had four subjects who came after the senior pastor and only
one who was active in the church before Rev. Widdifield’s ministry began. Her lengthy
pastorate of thirteen years would explain the difference. The male participation in these
interviews was particularly important because of the higher rate of response on the
questionnaires by females.

Table 4.3. Lay Interview Characteristics
Church
DCN
FCN
PCN
PRCN
Total

Male
n
2
2
3
3
10

%
28.6
40.0
60.0
60.0
45.0

n
5
3
2
2
12

Female
%
71.4
60.0
40.0
40.0
55.0

Total
7
5
5
5
22
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Obstacles
This study addressed the question, “What challenges do women in pastoral
leadership face in leading churches?” The first obstacle for these pastors in pastoral
leadership was the naming and owning of their calls. Rev. Widdifield and Rev. Radley
both grew up in the church. They sensed God’s call upon their hearts when they were
younger but did not understand it to be a pastoral call. Rev. Widdifield believed early in
her life that “God had something for me.” Rev. Widdifield’s church was the Pentecostal
Holiness Church, and the atmosphere would not have encouraged her to consider pastoral
ministry. Rev. Radley was raised in evangelical churches and became involved in the
Nazarene church as a teenager. When she was a little girl, she used to set up her dolls and
preach to them. When she was older, she became involved in local and district-level
ministries. When her mother was in the hospital, she remembered having a distinct
impression that God had called her for “something,” but she did not think it was to be a
pastor. She continued to sense this heavy impression that God was calling her. She kept
thinking it was being fulfilled in the district leadership positions that she held, and when
she married she thought her call, perhaps, was to be a pastor’s wife. When she and her
husband moved to Del City, she enrolled in the district study program. She did not
understand it to be preparation for senior pastoral ministry she thought that she needed to
be better educated for the ministries she had as a pastor’s wife and children’s pastor.
After her husband died, the church realized she had the education to be their pastor and
called her to take her husband’s place. She described it as the “fulfillment of the calling”
that she had experienced all those years.
Rev. Root and Rev. Wilson were not raised in the church. They both experienced
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dramatic adult conversions to faith in Jesus Christ. They also both jumped into church
life with full energy, quickly taking on roles of teaching and leadership. Rev. Root
described the beginning of her call this way: “The Holy Spirit was really working on me,
and I clearly heard the Holy Spirit say to me, ‘talk to your pastor about evangelism.’” At
the end of that service, the pastor walked up to Rev. Root and her husband and asked if
he could see the two of them in the office. He was wondering if they would consider
leading the church’s evangelism program. Rev. Root along with her husband received
training and then later Rev. Root was asked to join the staff, working ten hours a week. In
1996 she attended a conference with John Maxwell. An invitation was extended to all
people who felt called to full-time ministry. At that time Rev. Root felt strongly that she
was called but was also aware that some staff and church members were uncomfortable
with her staff status. Rev. Root just laid her head on the table and cried. She felt as if she
was missing an important moment to say yes to God. At the district assembly’s
ordination service, she felt that same sense of God’s call come again. She went to her
pastor and told him what was happening in her heart. He was very supportive of her call.
His understanding of the Rev. Root’s call as one to pastoral ministry grew as they worked
together. Rev. Root described him as not necessarily an advocate of women in ministry
but of obedience to God. Throughout this ministry journey, he was willing to handle
criticism from those who disagreed with Rev. Root’s call and her role as a member of the
pastoral staff.
Pastors in the Nazarene church needs the full support of their spouses. Rev.
Wilson and Rev. Widdifield’s husbands expressed significant concerns regarding the
pastoral call. Rev. Widdifield told her husband about her call to preach, and he just shook
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his head. She put the preaching into God’s hands and simply asked that he would make a
way if it was his will. Three years later her husband raised the subject and asked if she
still thought about the “preaching thing.” She explained her position, and he said, “I’ve
been watching and praying, and I have no doubt. If you want to do that, I’ll be with you
100 percent.”
Rev. Wilson’s husband was raised in a Southern Baptist Church. When Rev.
Wilson talked with him about her call to preach, he said no. He did not believe it was
right. Rev. Wilson brought this response to God and asked him to make a way in her
husband’s heart. She kept quiet for a time, but when she raised the issue again and asked
her husband what he thought he again said no. They attended a John Maxwell conference
together and Rev. Wilson was really distraught over this call and her husband’s
resistance. She knew that the closing night was time in which Rev. Maxwell gave an
invitation for those who were called to ministry to come forward. The whole day was one
of internal turmoil. She asked a saintly woman of her church, Aunt Martie, to pray
because of the tension between her and her husband that needed to be settled. Rev.
Maxwell’s message that night was about being a fire starter rather than a fire “putter
outer.” He emphasized the importance of getting out of God’s way and encouraging the
fire of the Spirit to be at work in the lives of others. Rev. Wilson could not even look at
her husband. She had tears coming down her face throughout the sermon. When the
invitation came for those called into full-time ministry, she looked over at her husband.
He nodded yes. She asked, “Are you sure?” He said, “Yes.” As she walked forward she
could hear Aunt Martie whooping it up and praising God. Aunt Martie came forward and
told Rev. Wilson’s husband that he could not let her stand alone. So he and Aunt Martie

Paul 99
joined Rev. Wilson at the front of the room. John Widdifield and Tim Wilson are now
fully supportive of their wives in the ministry.
When the pastors were asked about obstacles to leadership in the local church
because of gender issues, they really did not have much to say. The laity unanimously
reported that they did not see gender as an issue. Rev. Root did talk about the low vote
that she had received as a call from PCN. She also shared some stories of early resistance
to her leadership. The early resistance is not a strong memory among the laypeople of her
church. Some of these lay leaders would have joined the church after these initial
obstacles were overcome.
Negative feedback from other churches in the area was occasionally reported. An
associate pastor from the Farmington Church informed Rev. Wilson that he never thought
FCN would accept a woman as pastor. She said, “I have felt nothing but love and
acceptance by the Frankclay Church.” Some lay leaders did not think the district
leadership had treated their pastor with fairness, but they considered the gender question
an insignificant issue at the local level. Several times I heard sentiments expressed such
as, “When I am talking with pastor I am not thinking about the fact that she is a woman;
she is my pastor.” Overall any effect of gender on the pastor’s leadership was considered
positive. They voiced that as a woman their pastors seemed to be easy to talk to, have
more of an eye for detail, and were nurturing. Some of the women subjects voiced their
enjoyment of the close relationship they could have with their pastor because she was a
woman.
Common Qualities
This study addressed the question, “What are the common qualities of pastoral
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leadership evidenced by the Nazarene women senior pastors of the churches who have
led churches from good to great?” From the interviews several common themes emerged.
Passionate
One word that would describe each of the pastors is passionate. They were
passionate about their relationship to God and passionate about their church. When they
shared the story of their spiritual journey, which encompassed experiences of salvation,
sanctification, and pastoral call, tears would flow, voices became raised or hushed and
awe expressed over the ways in which God had worked in their lives. They spoke of their
intimate relationship with God. The laypeople recognize this passionate relationship with
God as well. When asked about times when major decisions were made by the church,
they would often refer to the knowledge that whatever their pastors brought before them
was something over which they had prayed. The perspective that their pastors had an
intimate, passionate life with God gave the parishioners a greater confidence in their
leadership.
These pastors were also passionate about their churches. They spoke about the
people of the church with great love and affection. They were willing to make significant
sacrifices. One pastor invested money from the sale of her home into the renovation of
the parsonage. Another pastor was planning on going without salary for several months
so the church could move ahead in its building program. Another had paid for the
renovation of an unattached building so that it could be used as a community outreach.
They all spoke with great love and appreciation for the people of the church. They
described them as supportive, generous, and loving. They voiced appreciation for the
ways the parishioners walked with them through tough times including Rev. Radley’s
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husband’s death, Rev. Wilson’s lengths of time with her husband on the road, Rev.
Root’s experiences during deployments, illness and the care of her mother-in-law, and
Rev. Widdifield’s battle with cancer. They all referred to their congregations as “great
people.” Rev. Widdifield said, “I don’t know why pastors complain so much about their
laymen, I find them wonderful. Perhaps that’s because I was a layman for so many
years.” They talked about the privilege given them to pastor the churches. As women,
they expressed an increased appreciation that a church was willing to have them come as
senior pastor. Rev. Radley said, “They knew me and still called me.”
The church is the major focus of their lives. Rev. Radley, reflecting on being a
single pastor, said that she had few responsibilities, so the church was continually in her
“thoughts and deeds.” While the other pastors did need to make room in their lives for
spouses and children, the intense focus on the church was very similar to Rev. Radley’s.
This did not come across as a heavy weight but a joy. They spoke about getting energy,
support, and great meaning from their work with the people of the church. Their
significant friendships and support came from within the church.
Relational
These pastors would be described as having high relational skills. Each of the
pastors talked about the importance of relationships. The laypeople talked about the
loving relationship that they felt their pastor had with all the people who came into the
church. One layperson reflecting on Rev. Root said, “She treats everybody the same.
Alan Greenspan would be treated the same as somebody off the street with respect and
kindness.” A member of the Frankclay church compared Rev. Wilson’s leadership to a
previous pastor and said, “He was just interested in preaching. She’s a good preacher but
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she is also a great pastor.” Conversations I observed revealed a warmth and love that
exuded from each pastor to their people. Not only do they love these people, but they
were also able to handle, with appropriate boundaries, those who became demanding
needed to be confronted or needed special attention through times of change.
Rev. Root had just introduced what was being called “a year of accountability.”
She was using this theme to teach her people ways to encourage each other, confront
unhealthy behaviors, and promote personal growth. She had several conversations with
people that began, “Well, you know this is the year of accountability.” Rev. Widdifield
had shared an early lesson she had received from a conference with John Maxwell. He
spoke about the importance of recognizing the times when leaders are called to confront
an issue. He stood right next to Rev. Widdifield as he told the audience he knew some
leaders among them knew they had to confront somebody in their church, he them the
time to step up to the challenge was now or pay later. She also shared a story of
recognizing a time when an area of ministry needed a change in leadership. She first
spent time in prayer and then asked God to provide a place in a conversation with this
person through which she could naturally address the issue. The opportunity came and
she was able to talk with this leader about some of the new demands the church would
need in that ministry and some of the stresses that person was experiencing in her life.
While the ministry change was still painful for this person she was able to do so knowing
she was appreciated, respected, and loved.
Their leadership decisions also reflected a significant understanding of the
complexities of congregational life. They had the ability to understand the people
dynamics at work in the life of the church. For example Rev. Widdifield talked about the
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multiple building programs through which she has led the church. At one point she
reflected on the change from pews to chairs. The change was relatively easy because the
need for the additional seating was obvious. She also knew chairs gave flexibility as to
how the sanctuary could be used but the congregation had limits in the type of usage they
would allow. The congregation would not be comfortable with food being served in the
space used as a sanctuary; therefore, they will rent outside facilities for church dinners
before crossing that line. Rev. Radley’s church meets in what they called the
“sanctanasium” for church services. This left the original sanctuary which seats around
one hundred people, empty. She knew some other pastors would think it best to change
the “chapel” into education rooms or a youth center. She said she knew that a change of
that magnitude would be devastating to her people. She was willing to keep it as a
sanctuary for special events to protect the church from a divisive argument. The move of
the worship into a different place had been difficult enough. As Rev. Radley describes it,
“You know your people well enough to know what they can handle and what they can’t.”
When Rev. Root was asked about how she helps her church people through times
of change, she talked about playing the full tape. She meant that she would walk them
verbally through where they are now, what they might experience when the change
occurs, the potential different feelings they might experience because of that change, and
what the outcome will be. She believed this was a skill she had learned from the
dysfunction in her family of origin caused by alcoholism. She discovered her family was
able to move into a direction she desired when she was able to discern what each
member’s concerns would be and address those from the beginning to help them move
forward.
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Hard Working
These pastors are hard workers. They have a strong work ethic. Their schedules
were very full. Most of them struggled with arranging full days off. Those who had
families made room for those relationships. Only Rev. Wilson has children still at home.
In her case the parsonage is very close, allowing her to move between home and work
freely. Her husband is a trucker and is gone throughout most of the week. Rev. Root’s
husband is the chief of police in Princeton. His schedule is as hectic as hers. She has the
primary responsibility for caring for her ailing mother-in-law who lives with them. Rev.
Radley said being a single woman leaves her without many home responsibilities. When
asked what she does for fun, she responded, “I spend time with people from the church.”
Rev. Widdifield’s children have all grown. They do live in the area and she tries hard to
take “most of Fridays off” to spend time with her children and grandchildren. Her
husband is a project engineer and works about an hour away from their home.
The three churches with already existing buildings have had some major
renovations completed. These improvements included newly painted walls, carpet,
updates in lighting, and decorating touches. PRCN did all the work as a church for the
first building and much of the finishing work in the second building phase. These women
have worked alongside others to make these physical changes happen.
They each began with small congregations and have taken on many hats in the
church to get things going. They each push themselves hard. They have high expectations
of their lay leaders but even higher expectations of themselves.
Persistent
Another theme that runs through the interviews is persistence. They are resolved
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to achieve the mission of the church and have a great willingness to make personal
sacrifices to see it happen. They can each envision where the church needs to move next
and what steps are necessary to achieve that goal. This quality is enhanced by acts of
boldness. They are willing to take risks in order to make things happen. Rev. Root
described the ways in which circumstances were coming together to fulfill a prayer she
has had regarding a Spanish church plant in Peoria. She talked about a few obstacles that
she might face and ways she would move around those. She summed it up by saying,
“The Spanish church will be planted.”
Rev. Widdifield had talked with a builder about two acres of land he owned that
abutted the church’s property. He informed her he no longer gave land away to churches
but that he would save it for her. Then he added, “[B]ut don’t wait too long.” When a few
months later she heard bulldozers outside the church, she ran outside and across the field
in her high heels. She walked up to the driver and asked him, “What are you doing
bulldozing the church’s property?” He stopped work until she was able to get a hold of
the owner. She was able to negotiate with the owner, and he promised to hold off a little
while longer. She brought it to the church and began to raise funds. At the same time, she
kept meeting with the owner’s son-in-law (who was not pleased with this change) to keep
him updated on their progress. In about three months the church was able to purchase that
land. This persistence is never about them getting their own way. It is focused on the
church achieving its mission and call.
Intelligent
Each of these women would be described as smart, savvy, or, as one layperson
said, “a wise woman.” They had seemingly innate understandings of how to promote the
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church, challenge church people, and lead with passion and compassion. When asked,
“How did you know to do that?” or “Who did you learn that from?” they would often
shrug their shoulders. They had a practical intelligence in their approach to life and the
church. Their opinions were highly regarded by the members of their congregation.
Rev. Radley promotes Sunday morning worship services with special emphases.
These are often created in response to opportunities. After the lightning hit the church
steeple, she invited all the firemen who worked on her church to a Sunday morning
service to thank them. They all came. She gave out gifts, and they were part of the
remaining worship service. When she recognized the plethora of negativity toward
politicians, she had another Sunday she called “politician Sunday.” She invited all the
politicians serving her community—mayor, city councilors, state representatives— to
come to this service. She introduced them, thanked them for their service to the
community, and gave them each a small gift. She did not have any of them speak in the
public forum, but for that day they were part of the DCN worship experience. She had
promoted several of these emphasis days and had plans for more in the future. Not only
did she understand these Sundays as being opportunities to present the gospel to people
who might not ever come to her church otherwise, she also saw these days as
opportunities to get the church’s name out. She said if you honor people, show
appreciation for them, they will not forget DCN. This name recognition will cause them
to think about coming back to the church in times of crisis as well as be a helping hand
when the church needs permission from the city for some event. She talked about one
year having the women of the church make every policeman from DCN a church mouse
with a candy cane tail for Christmas. A note was attached saying, “We’re praying for

Paul 107
you; Love the Del City Church of the Nazarene.” She said for months afterwards people
could see these mice hanging from all the police cruisers. She described these innovations
as simply making the “most of every opportunity.”
Rev. Root has made advertising a major investment for the church. In a local
restaurant coffee is served in mugs imprinted with the church’s name and logo. The local
newspaper and radio station carries weekly spots. She believes not only is advertising
important but it then gives the church greater access to the media. For example the radio
station where she advertises gives her a half hour each week for a portion of her worship
service to be aired. Looking through a church scrapbook revealed numerous newspaper
articles covering different events in the church’s life.
Rev. Widdifield stood before her congregation and cut through her last credit card
and began to talk to her people about good stewardship and bad debt. She dispenses very
practical lessons on living a healthy life that glorifies God. As one layperson said, “You
can’t attend this church and not grow in your relationship to God. She’s always raising
the bar.” These pastors are not perceived as infallible, but they are respected, highly
regarded, and considered a source of good advice.
Questionnaire Findings
Question sixteen in the questionnaire explored research question 2. Respondents
indicated for each characteristic the extent to which they agreed with the description of
their pastors. Responses ranged from 1 (highly disagree) to 5 (highly agree). The top five
average responses from each church were then compared. While the responses were close
in range, “Godly” came out at the top choice for each one. This perception of godliness
was reaffirmed in the interviews as the lay subjects would often talk about their pastors’
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prayer life, devotion, and love for God. When the categories of gracious, kind, friendly,
encouraging and loving are added together, they appear eleven times. These categories
point strongly to a high relational element to the pastor’s leadership (see Table 4.4).

Table 4.4. Top Five Leadership Characteristics
Church

1

2

3

4

5

DCN

Godly
4.81
n=37

Intelligent
4.783
n=37

Gracious
4.789
n=38

Ambitious
4.783
n= 37

Kind
4.7638
n=38

FCN

Godly
4.878
n=41

Intelligent
4.829
n=41

Kind
4.825
n=40

Smart
4.804
n=41

Loving
4.804
N=40

PCN

Godly
4.969
n=65

Friendly
4.893
n=66

Loving
4.848
n=66

Visionary
4.843
n=64

Encouraging
4.818
n=66

PRCN

Godly
4.969
n=63

Gracious
4.92
n=63

Loving
4.92
n=63

Kind
4.9
n=63

Friendly
4.936
n=63

Parallels
Research question 3 is, “Are there parallels between these common qualities and
the qualities of a Level Five leader as defined by Jim Collins?” Personal humility would
probably not have arisen as a dominant theme from the questionnaire. When asked about
that quality in their leadership, many of them would hesitate. Some of that hesitancy
seemed to arise from a misconception of its meaning as well as the inherent tension of
marking oneself high as a humble person. They would talk about having a fairly strong
sense of themselves and their abilities. They felt generally good about who they were and
the status of their lives and achievements, but when asked if they had any trouble taking
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input from others, they responded positively in their desire to work collaboratively. They
evidenced many ways in which humility was a strong quality in their leadership. As we
talked about humility, we often had to redefine it to include a healthy self-esteem. The
pastor’s role is a bit different from the CEO’s role, so the manifestation of personal
humility may be expressed a little differently. Nevertheless, parallels between these
pastors and Collins’ description of personal humility are apparent. Collins provided a
four part description for personal humility. When comparing each part of the description
to the themes found in the study some commonality appears.
Collins’ Descriptions of Humility and Power
The first part of Collins’ description of humility is, “Demonstrates a compelling
modesty, shunning public adulation; never boastful” (36).While the preaching function in
the pastorate necessitates a public presentation; each pastor’s focus was on God. Many of
the people in Rev. Widdifield’s church said the underlying theme of the church was “God
first.” Rev. Radley, when speaking about the morning service said, “I don’t care if I ever
preach. I’d rather not; I’d rather have the Spirit have complete control. That’s what we
pray every Sunday morning: ‘It’s not my service, not the people’s, the board’s, it’s your
service so you just have your way.’” Rev. Root expressed her discomfort with “Pastor’s
Appreciation Month.” She encouraged her people to appreciate each other. Rev. Wilson
described herself as an “overweight, middle-aged mother of four.” She talked about
God’s ability to use anyone.
The second part of Collins’ description of humility is, “Acts with quiet, calm
determination; relies principally on inspired standards, not inspiring charisma, to
motivate” (36). The role of the pastor in church life created a distinction in this area of
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comparison. In the interviews the charisma of the pastors was significant. They are each
strong motivators. Some laypeople described Rev. Root’s ability to get people celebrating
and cheering a vision before they realize that they are clapping for a change that will cost
them something. Each of the pastors were described as people who can present as quiet
women but when they preach, they have a “fire,” “spirit,” “emotion” that takes over, and
they speak right out of their hearts. Their basic demeanor is understated and reflects calm
determination, but it is equally balanced by charisma because of the weekly preaching
event. The major motivator was not their charisma or personal power of persuasion but
the larger vision of the mission of the church. When bringing the church through change,
Rev. Radley said, “I usually start with the call to go into all the nations to preach the
gospel.” Nazarenes will generally understand the proclamation of the gospel as their
primary call, and if they can be convinced that the change is necessary to fulfill that call,
they will often move in the direction that the pastor desires. While these pastors did use
the standards of the church to motivate people, charisma does play a significant role. The
role of preacher in leading as pastor may demand this at some level.
The third part of Collins’ description of humility reviewed ambition geared to the
company rather than personal ambition. Collins’ describes these leaders as someone who,
“Channels ambition into the company, not the self; sets up successors for even greater
success in the next generation” (36). The pastors were ambitious for their churches. Their
desire was to build something that would stand the test of time. Rev. Widdifield would be
the closest to retirement of the group. She talked about her focus on getting the church
through this next building phase and helping it become as financially healthy as possible
for the next pastor. None of them are getting much notoriety or financial reward. They
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were ambitious in the sense of wanting to do well as pastors. All of them expressed plans
to stay and serve their present churches for a long time. They did not see their present
situation as a stepping stone to a larger church.
They each talked about their desire to build healthy leadership around them. Rev.
Root has had three men leave her church to pastor other churches in the area. In addition
three women in the church are presently studying for the ministry. Rev. Radley spoke
about her joy in working with young people and letting them loose to do the ministry of
their passion. Rev. Wilson talked about her desire to be the type of mentor who creates
leaders. She admits successful mentoring is an area that needs growth in her ministry. In
the interview she expressed significant steps and lessons she has learned to make for
growth to happen in equipping and growing strong leaders. The Web site for the Penny
Road church opens with these words: “At the Penny Road Nazarene Church, we have
very devoted leaders to serve the members of our congregation. Each one is dedicated to
serving God, and showing it through their leadership.” The Rev. Widdifield has worked
diligently with the laypeople of the church. The church averages two hundred in morning
worship and besides Rev. Widdifield the paid staff includes two part-time secretaries and
a part-time facilities person. All the rest of the ministries are led by lay volunteers
indicating a high rate of lay leadership.
The fourth description Collins’ provides for ministry is, “Looks out the window,
not in the mirror, to apportion credit for the success of the company–to other people,
external factors, and good luck” (36). Rev. Root was quick to point out the significant
work of her staff in the success of the church. Rev. Widdifield said she was hoping that
the research would show how important the work of the laypeople was in the church’s
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growth. Rev. Radley pointed out that much of the groundwork for their success was laid
when her husband was still serving as senior pastor. She also expressed her role as
primarily a cheerleader to encourage others to get the work done. They all expressed
great humility with the idea that God had called them to such a significant work. They
were quick to say that anything good happening in their churches was because of the way
God has been at work.
The pastors included in this study were determined women. Their resolve to do
whatever was necessary to bring the church into new life was a clear quality. Professional
will was a defining characteristic. They would talk about obstacles as stepping stones or
bad times as opportunities to see what good God could bring. The pastors displayed a
mixture of unwavering faith in God’s provision and an undefeatable resolve. Parallels
between these pastors and Collin’s description of professional will became evident.
Collins provided a four part description for professional will.
The first part of Collins’ description of professional will was, “Creates superb
results, a clear catalyst in the transition from good to great” (36). When looking at the
statistics for the churches, a serious upturn occurs the year the pastors began their
ministry. They would not claim all the credit for that shift but they are clearly a catalyst
for the change. The lay leaders believed the pastors’ presence and leadership was an
important part of the churches’ new life.
These pastors saw themselves as motivators, cheerleaders, and proclaimers of
hope for the future. None of them would name themselves as the catalyst; God would be
given that honor. They would see themselves as being instruments used by God to bring
about change. Rev. Wilson believed celebrating small things was vital to the church’s
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health. These celebrations build excitement. She said, “If we celebrate the small things,
then we’re celebrating everything that God does for us and we realize that it was God.”
The second description of Collins’ professional will talked about an unwavering
resolve. He said the business leader, “Demonstrates an unwavering resolve to do
whatever must be done to produce the best long-term results, no matter how difficult”
(36). None of these pastors have chosen an easy road. They have made sacrifices at
significant levels of their time, finances, and energies. They displayed a quiet
determination to lead the church into health and vitality. Difficult tasks such as;
confronting people who are presenting unhealthy behaviors or walking with people
through changes in leadership and ministry. Rev. Root has the year of accountability
involve everyone in creating a healthy people who are ready to grow. Rev. Widdifield
had to confront a group of people who had done significant work in building the first
phase. They were talking so much about their shared memory of this event that people
who came afterward were not feeling welcome. She informed them that the new people
“owned” the church as much as they, and they needed to stop talking about the past.
These kinds of confrontations have created a milieu in each of the churches where their
eyes are looking to the future. Each pastor has given a vision for the life yet to come at
their churches as well as the costs of getting there. These costs were always presented as
real but worth the long-term gain.
Professional will was also evident when leading the people into building
programs. Especially considering that building projects were not something they as
pastors personally looked forward to overseeing. Three of the four churches were in
immediate plans for building onto their facilities. A new building is a sign of a people
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investing in the future. Rev. Widdifield talked about the multiple times she has had to
meet with city councilors to beg for things for the church during their building phases. As
she heads into her third phase of building, she again is ready do the work necessary to
bring the building to reality. Some of that unwavering resolve is seen when the pastor
continues to have hope in the future when setbacks come. When the pastor speaks with
faith in tough times, the people hear that with God nothing is impossible. When
permission for building took longer than expected, Rev. Root called the people to believe
if it was God’s will it would happen in his time. When lightning hit the church and the
steeple fell in, Rev. Radley stood in the rain, interviewed by national news saying, “When
something bad happens we just have to wait to see what good God will bring from it.” As
the Frankclay church prepares to build with little resources, Pastor Wilson starts putting
out the flag markers saying, “We don’t know how, but God will provide.”
The third part of the description of Level Five leaders professional will is, “Sets
the standard of building an enduring great company; will settle for nothing less” (Collins
36). These pastors were not willing to let their churches stay at status quo. One of the first
things that Rev. Radley knew needed to happen was to move the worship services from
the original sanctuary into what she called the “sanctinasium.” After her husband’s death,
the attendance had dropped and they had moved back into the chapel. The church knew
her first Sunday would be large so they had to move over, the second Sunday she just
kept them in the sanctinasium. When asked if any people questioned this move, she
answered, “There were some, a few who had been here all their lives who would still love
to go back in there, but that’s not an option is it? We can’t grow if we go back.”
Rev. Wilson has a picture of a sunken steam boat that she placed under the glass
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of her desk. It is from a story about a mule that died on the steam boat despite significant
attempts to bring it to safety. It refused to trust the people who were trying to pull it to
safety with a harness. She said, “Very significant to me is this donkey is so stubborn. You
better choose what you’ll die for. Don’t be so stubborn that you fight the harness.” Rev.
Wilson described an important aspect of her job as helping the church know what they
should die for (as in the essentials of the faith) and what they should be willing to let
change (practices that have lost their meaning).
The standard that each pastor held before her congregation was the call to reach
out to the world. They used different stories and language to convey this message, but it
is a major heartbeat of each church. They understood that their primary mission was to
reach the unchurched. All their programs were geared to attracting people into the church
and calling them into a deeper discipleship. The church members reflected these values as
they struggled to keep that value on the forefront of their churches agendas. A member of
the Princeton Church voiced concern that they needed to reignite that fire for outreach.
Anybody looking at their statistics would say they are doing better than most. This
layperson understood the propensity in most churches to settle for less. Rev. Root had
successfully passed on the value that they should never settle for less.
Ownership of this call to reach the world and an excitement of hearing stories of
transformation is evident in each of these churches. The goal of growth is not just
increased numbers but new people reached for Christ. This vision caused Rev.
Widdifield, when observing the last nails going into the wall of their first building, not to
celebrate that they were done. Instead she, to the consternation of one of the volunteer lay
builders, was describing to the people how that wall will come down and become the

Paul 116
hallway to the next phase.
The fourth description of the professional will was, “Looks in the mirror, not out
the window, to apportion responsibility for poor results, never blaming other people,
external factors or bad luck” (Collins 36). An interesting parallel between the pastors and
Level Five leadership was found in their answers to the interview question, “What factors
have led to your church’s recent growth?” All the pastors indicted they were not sure.
They talked about God’s blessings or the work of the Holy Spirit. Often when first
approached about the study they would voice hesitancy regarding participating. They
would warn me that there was no story to be found in their churches. One pastor was
particularly resistant to participating in the study expressing fearing the introspection
would move the churches focus away from listening and obeying God. Level Five leaders
often attributed “luck” to their success (54). Collins’ research team used the phrase
“window and mirror” to describe the good luck Level Five leaders attributed for their
business’s success and the bad luck that CEOs from comparison companies would blame
for failures:
Level Five leaders look out the window to apportion credit to factors
outside themselves when things go well (and if they cannot find a specific
person or event to give credit to, they credit luck). At the same time, they
look in the mirror to apportion responsibility, never blaming bad luck
when things go poorly. (35)
This quality also reflects the characteristic of humility found in Level Five
leaders. The pastors were quick to point out the strengths of their staff and laity. They
understood their personal strengths and abilities but saw none of those as sufficient
reasons for the growth they had experienced in their churches. For the pastors all that was
good in the church was a gift from God. On the other hand, the pastors took responsibility
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for things that did not go well. Rev. Root talked about a change in the morning worship
schedule that just did not work. She talked about owning that bad decision and confession
to the church for her mistake. Rev. Wilson talked about her attempt to move the church
from the traditional church board system into committees and the realization that the
church was not ready for this kind of move.
Collins’ research revealed other common attitudes and actions among Level Five
leaders. Collins stresses that the Level Five leaders began with getting the right people
“on the bus” (41). Creating a successful team takes longer in a church when compared to
a business setting. Rev. Wilson talked about the difference in leadership with her secular
job and the pastoral ministry. She noted that the pastor does not have the leverage of the
check nor does the pastor have unquestioned authority. There are also the additional
limitations of the polity of the church which demands congregational vote for church
board members. Hence the process of gathering a leadership team often takes longer than
would be the case in a business setting.
Level Five leaders were always willing to “confront the brutal facts (yet never
lose faith)” (Collins 66). For the pastors confronting brutal facts entails a willingness to
see the areas of change needed and address those changes even when difficult or risky.
These pastors understood the temptation to ignore those facts would only allow the
church to continue in a direction that would eventually cause its demise. Pastors face
difficulty when helping a core group who loves their present facilities, music, or
programs understand the changes needed to reach out effectively to new people. The
pastors understood what changes were needed and the timing necessary for the
fulfillment of the mission (outreach), while never pushing the present congregation too
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fast. Nevertheless the congregation would at times still feel that the pace of change was
too quick. The subjects interviewed from the FCN would talk about Rev. Wilson’s “big
city ways” and the pace at which they had been moving. In the interview with Rev.
Wilson she knew she was pushing them faster then they desired but that she was also
moving slower than she desired. When these pastors initiated change it arose from a
prayerful journey. When they were convinced by the external signs and internal
promptings of God they were fearless in addressing the brutal facts with the absolute faith
that God would help them to move forward.
Collins also talks about the “hedgehog principle” that focuses business decisions
on a clear sense of purpose and goals. The three concentric circles with which Collins
works are “What you are deeply passionate about,” “What you can be the best in the
world at,” and “What drives your economic engine?” (96). In the church this principle
was explored by probing the congregations’ ability to understand the mission of their
churches.
Question eight in the questionnaire was an attempt to discover if the laypeople of
the church had come to understand the pastor’s view of the focus or mission of the
church. The responses were tabulated into three categories (see Table 4.5):
1. Yes: they understood the focus or mission of the church as stated in the pastor’s
written and verbal response to that question;
2. God: the respondents either wrote God or Jesus as the focus of the church. An
indication that they did not understand the intent of the question; and,
3. No: they neither understood the focus or mission of the church as stated in the
pastor’s written and verbal response nor indicated God was the focus.
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Table 4.5. Responses to Focus of the Church
Church
DCN
FCN
PCN
PRCN

Yes
n
27
21
43
35

God
%
77.0
54.0
67.0
59.0

n
4
15
11
14

%
11.0
38.0
17.0
24.0

No
n
4
3
10
10

%
11.0
0.07
16.0
17.0

Total
35
39
64
59

In retrospect the question would have been better stated if it had said, “In your
own words what is the main focus (mission) of your church?” The creation of the “God”
category indicates the number of people who responded to a larger sense of focus than
the question was intended to find. For those who understood the intent of the question,
significant alignment of the congregation’s and pastor’s view of the focus or mission of
the church was seen. This shared agreement in the mission of the church created a
foundation for necessary changes. The pastors would frame the necessity for the
sometimes difficult change by explaining how it fit into their shared mission and purpose.
Another aspect of Level Five leadership is what Collins calls “the flywheel” vs.
“the doom loop” (164). The phrase, “fly wheel,” represents good growth in steady
developments with no big launch events. The pastors have shown steady growth over a
period of years. Some growth is more dramatic than others, but none of them would point
to one significant catalyst to the growth they have experienced. Rev. Wilson talked about
how she was leery of fast growth; she considered it unstable. While pivotal decisions
were made, these decisions were in the context of a series of steps and decisions that
made way for the church’s transformation.
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Congregational Dynamics
This study addressed the question, “What congregational dynamics contributed to
the leap from good to great?” The desire was to explore the possibilities of other common
factors outside of leadership for the growth these churches have experienced. A few
factors that arose in each church (see Table 4.6).
Good Match
One of the observations of the pastors with their church people was the
recognition that they were a good match. When observing the pastors with their
congregations a great ease in their communication and obvious relational connection was
evident. Each church had a milieu of acceptance and belonging. Love between the pastors
and the people were expressed often and freely. All the pastors reflected on how great the
people of their church were to them. They considered their people generous with their
money and with their hearts. Each setting showed a strong connection of people with
pastor. The pastors repeatedly spoke in “we” language: “we are going to do this,” “we are
praying about this,” “in the future we hope to accomplish this.” The pastor had a strong
identification with the people. Rev. Root would say, “We are simple people.”
High Trust
Another factor in their growth was a high trust factor with the pastor. Board
members from each church said when the pastor brought an idea to the board they knew
she had prayed on it, and that she would not bring it to the board unless she believed it
was what God wanted. Early in Rev. Widdifield’s ministry, she went around the board
and asked for feedback. One layperson spoke up and said, “You lead; we will follow.”
The congregations’ members expressed an appreciation for the pastors’ integrity,
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spirituality, and leadership. Even when a lay leader had a disagreement over one pastor’s
actions regarding a community ecumenical service the person expressed his willingness
to stand behind her because he believed in her.
Loving Congregation
When the pastors and laypeople alike were asked how they would describe their
churches, their first response was “loving.” They described their churches as having the
ability to accept people in whatever state they entered the churches. They often used the
language of “family atmosphere.” One layperson said that he felt like he really saw the
Church of Jesus Christ when an old saint of the church would be hugging a young person
covered with body piercings and tattoos. When inviting friends, one layperson said that
she tells them, “Your children will be well cared for and you will be loved.”
This love was not just for those who entered the churches but for people in their
community. FCN had what they called “Love boxes” in their foyer. These boxes were
filled with food items each week and disbursed to anyone the pastor knew had need.
DCN fed children from the neighborhood hot dogs on Wednesday night because they
would arrive so hungry. PCN has a vision for establishing a youth program in their
present sanctuary as soon as the new building is completed. They have recognized that
the teens in their area need a healthy place to be during the week. PRCN was in an
affluent area, but they had a commitment to reaching out to a mental health facility, had
plans for an outreach to a veteran’s hospital, and were in the midst of gathering food for a
local shelter.
Questions nine and ten in the questionnaire were open-ended looking for lay
response regarding factors other than leadership that may have been significant to the

Paul 122
growth of the churches. The top three responses for each church regarding pivotal
decisions or programs that impacted the church’s growth are found in Table 4.6. Some of
these responses reflected some recent innovations about which people were feeling
positive. “Faith Weavers” at PRCN was an integrated program of the Wednesday night
children’s curriculum and a young parent’s small group study. The Southern Gospel
service had just begun at PCN, and they were seeing significant numbers of people
responding to that new worship service. The building programs or expansions were seen
as significant in each of the churches who have tackled a building project. The subjects
referred to these experiences as positive, challenging, and important for the space it
created for ongoing growth.

Table 4.6. Factors Other than Pastoral Leadership
Church

Activity 1

Activity 2

Activity 3
Seniors and
Children’s
Programs
3

DCN

Outreach

Youth
Involvement

n

10

5

FCN

Children and
Youth Programs

Outreach

Building
Program

17
Cell
Groups/Sunday
School

5

5

Building
Program

Southern
Gospel Service

n

11

11

10

PRCN

Children and
Youth Programs

Building
Program

Faith Weavers

n

20

18

11

n
PCN
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Question eleven explored other factors related to the church growth that might
have been identified as significant. This question was geared to respond to research
question 4. The top four choices for each church were compared to each other in order to
see if a common response arose. The analysis utilized a five-point Likert-scale ranging
from 1, indicating highly insignificant, to 5, indicating highly significant. The results are
found in Table 4.7. While pastoral leadership was named as a factor in each church, other
common qualities arose came through the interviews and questionnaires. For example,
the reputation of welcome ties in with the description of these churches as loving.
Children’s ministries were a strong theme in the building of each church. The importance
of having a program that is safe, fun and attractive for children was raised consistently in
the interviews.

Table 4.7. Major Factors in Church Growth
Church

DCN

FCN

PCN

PRCN

Factor 1

Factor 2

Reputation of
welcome
4.769
n=39
Pastor
leadership
4.8
n=40
Pastor
leadership
4.921
n=64
Pastor
leadership
4.887
n=62

Pastor
leadership
4.666
n=39
Teen
ministries
4.675
n=40
Pastoral staff
4.75
n=60
Children’s
ministries
4.7143
n=63

Factor 3
Pastoral staff
4.538
n=39
Children’s
ministries
4.6
n=40
Reputation of
welcome
4.7385
n=65
Pastoral staff
4.4262
n=61

Factor 4
Children’s
ministries
4.5
n=38
Reputation of
welcome
4.525
n=40
Worship style
4.6970
n=66
Teen
ministries
4.409
n=61
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Summary
Analysis of data collected resulted in broad categories of response to the four
research questions. The emerging patterns were found when interview results,
questionnaires and local church histories were compared. Each of the following
statements expresses these findings in response to the research questions.
Primary obstacles to pastoral leadership were both the confirmation of God’s call
and family support of that call. Generally they felt valued and encouraged by their district
superintendents. Colleague support was varied.
Common leadership qualities were the following:
1. Godly,
2. passionate,
3. relational/loving/kind,
4. hard working,
5. persistent, and
6. intelligent.
When the pastors’ leadership qualities were compared to Collins’ findings
significant parallels to professional will and humility are confirmed. Level Five
leadership practices were also found to be consistent in the leadership style of these
pastors.
Other congregational dynamics that contributed to the leap from good to great
were
1. Good match of pastor with congregation,
2. High trust in the pastor’s leadership,
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3. Loving congregation, and
4. Children’s ministries.
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CHAPTER 5
DISCUSSION
The purpose of this chapter is to interpret the findings of this study, and reflect
upon these findings in light of the literature, biblical and theological foundations.
Limitations and applications of the study are also considered.
Obstacles
The primary obstacle faced by women in pastoral leadership was their own
confirmation of God’s call and family support of that call. The two pastors raised in the
church had a dearth of female models of pastoral leadership. Rev. Root spoke of subtle
dynamics in the church where she was aware of questions regarding her quick rise to
leadership as well as the issue of gender. For the husbands raised in the church, the shift
of woman (specifically their wives) into leadership roles was difficult. While the pastors
generally felt supported by their district superintendents, these relationships were not
without certain points of tension. Colleague support was varied. Some had very close ties
to their male colleagues; others experienced subtle displays of ignorance,
misunderstandings, and jealousy. Tannen’s work on the different communication styles
of men and women could be a factor in misunderstandings by the men and women
pastors. In addition Becker establishes the needed effort for successful cross-gender
teams to learn how to share power, communicate, and develop successful team dynamics.
Pastoral colleagues do not generally have to work closely together, so some of this
intentional work would be lacking in their relationships.
One of the surprise commonalities among the pastors was that they were each
“home grown.” Each of these pastors was trained through the home course of study, a
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Nazarene district-run education system for those considering a call to be an ordained
elder. They were trained in ministry at local churches and found their ministry placement
in the same district in which they had served as laywomen in the local and district church
organization. This local quality of their work and training could be an important factor in
what could be considered “good matches.” Each of these pastors had very close
relationships with their congregants. Trust factors were high in their leadership. One
layman at PCRN talked about Rev. Widdifield’s ability to talk to them in ways they
understood; “She doesn’t talk above our heads.” Even the willingness of the churches to
consider these women despite their gender may connect to the fact that they were already
known by their work and reputations. All the pastors had been involved at the district
level of leadership. Their acceptance may fall into the exception to the rule category that
was referenced by Sumner (52). These women may have found doors open to them as
pastors because of people’s willingness to make room for them as individuals rather than
a general support of women as a whole.
Interestingly, this “home grown” quality is what Collins found surprising in the
good to great companies. He referred to the leadership as people who were not some
outside charismatic “saviors” but rather leaders from within the system who knew the
company and believed in its potential (31). Ten out of eleven of the CEOs were insiders
(40).
The hierarchical system of the district organization was not experienced as a
significant obstacle, perhaps because their initial contact was not as pastor asking for
permission to lead a church. Each of these pastors first served the district as active
laypersons and then grew into the pastorate from within the system. Since they were
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educated through the district system, contacts through the education system would have
increased the trust levels of those involved in the ordination process regarding the
philosophical and theological commitments of these women.
Common Qualities
The common leadership qualities evident in these women pastors were the
following: godly, passionate, relational/loving/kind, hardworking, persistent, and
intelligent. These characteristics do intertwine in important ways. The passion of the
pastor influences the perception of the godliness. The consistent actions of love and
kindness make way for good relationships. Their persistence is augmented by their
willingness to work hard. Most are listed separately because of the distinctive
connotations the words carry.
Godly
The theme of godliness in the subject pastors’ lives was repeated both in the
interviews and questionnaires. The incarnational value of a pastor who represents God’s
love, nurture, and holiness both challenged the people and increased their trust. These
pastors were perceived as living lives that were worth emulating. While they were not
seen as perfect, they were seen as examples of how Christians are to conduct their lives.
These pastors were able to be an incarnational presence as they joined their people in
difficult days and rejoiced with them in the good days. These pastors had made
significant sacrifices to join the congregations. They sold homes, gave up businesses, and
moved away from family. The godly character of these pastors is emphasized since these
sacrifices are similar to the sacrifice of Christ as referenced in both Childs’ and Brian
Hebblethwaite’s discussion of the incarnation (470; 102 respectively).
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This godliness was made evident in their humility. The pastors would probably
not use the word, humility, to describe themselves. However, they would say they were
able to think of others above themselves, seek the common good, show commitment
without regard to position or prestige, and emulate moral strength and integrity. These
actions all add to the godly characteristic of the pastor. The pastors had a modest sense of
themselves. They did not portray Augustine’s concern for a pride signified by moral selfsufficiency, religious superiority or political domination (J. Burns 82).
The understanding of the pastor as godly is augmented by their weekly preaching.
Each of these pastors was described as being “filled with the spirit.” Even when the lay
leaders were aware the morning worship experience needed improvement, they voiced
awe in the ways in which their pastors were led and used by God’s spirit in that same
context. Interestingly, when these pastors have used the pulpit to confess their
shortcomings, people’s perceptions of their pastor’s godliness only increased. The
repeated themes of being godly or Christlike connect with the call of the pastor to be an
incarnational presence.
Passionate
Godly and passionate are characteristics that could blend. The pastors’ passion for
God positively affected the congregations’ perception of their godliness. As they
expressed their love, the intimacy of their relationship, and deep commitment to God, the
congregations’ perception of their godliness increased. This passion overflowed from the
pulpit and in their expressions of love.
These pastors were passionate about their churches as well. This passion for God
and church enhanced the spiritual leadership of these pastors. Sanders talked about
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personalities that were transformed and empowered by the Holy Spirit. This transforming
and empowering experience often comes through in these pastors as passionate. The
pastors talked about times when they are so moved by God that they spoke more boldly
and passionately than is their natural inclination. Passion for these pastors is connected to
their prayer lives. Similar to Young’s conclusions, the church renewal is led by pastors
who take their directives from God (28). Again the model of Christ in the incarnation is
one who is passionate about God and the people to whom he came to bring reconciliation.
Relational
The relational aspect came through strongly both in pastor’s investment into the
lives of the congregation and in their protection of their family relationships. They
maintained a healthy balance between their relationships and the larger mission of the
church. The pastors’ consistency in being loving and kind were also aspects of their
healthy relationships. This finding was anticipated considering the large amount of
material that continues to show women as people who highly value relationships. This
high relational value created a leadership style similar to Helgesen’s findings, more
centrist then hierarchical (46). Rev. Radley talked about being a cheerleader; Rev. Root
talked about being a coach. Further their authority came from their strong relationships.
The interviews reflected a strong connection between the people and their pastor as well
as a noted giftedness in connecting with visitors.
The pastors’ did not make relationships such a high priority in the church that
they avoided making needed decisions. Becker’s concern that women can emphasize so
much shared power that they do not exert leadership was not seen in the practices of these
pastors (Leading Women 165). Being strong relationally did not hinder them from

Paul 131
exerting authority and power. They were willing to make tough calls that had relational
cost. Like Helgesen’s findings these leaders were able to focus on a combination of good
results and concern for people (31).
The pastors understood the importance of maintaining healthy relationships at
home. At the same time, they did not fall into the trap that Leclerc called “relational
idolatry” (30). Their relationship with God was first and foremost. Some of these pastors
did need to wait to fulfill their calling until their husbands were able to affirm that call.
Perhaps some would consider the waiting time an indication of relational idolatry. These
women would have expressed this waiting time as arising from their trust in God and
patience in the right timing.
The pastors’ love for their congregations was evident through on-site observations
and interviews. They received people in a way similar to what Greenleaf called
“acceptance” which was an expression of love that also encouraged growth and change
(Servant Leadership 20). They also portrayed what Spears understood as Greenleaf’s
emphasis in servant leadership, which is the ability to listen, understand and
communicate (3). The leadership of these pastors was greatly enhanced by this love. As
in the Blackabys’ discussion of spiritual leadership, the pastoral leadership flowed from
the love the leaders had for their people (165). Clearly the motivation for the incarnation
is love. Paul exemplifies this pastoral love in his letter to the church of Phillipi. He begins
the letter saying, “I long for you with the affection of Jesus Christ” (Phil. 1:8). Later he
again refers to his love for them, “Therefore, my brothers and sisters, whom I love and
long for, my joy and crown, stand firm in the Lord in this way, my beloved” (Phil. 4:1).
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Persistent
These pastors showed the ability to complete goals and projects. They were
determined to help the church move forward and achieve goals. They were resolute in
grappling with tough issues to help the church fulfill its mission. This strength to persist
primarily arose from their relationship to God. In Philippians 2:1-11the phrase
“encouragement [paraklesis] in Christ” refers to the courage available to the community
and, therefore, the individual to fulfill the call of God on their lives. The power to persist
was based on the pastors’ willingness to lean on God’s strength and wisdom in the tough
times. Their basis for the undefeatable hope was in the power of the resurrection at work
in the lives of their churches and the promise of the Holy Spirit’s infilling strength and
guidance. Whenever looking at future obstacles the pastors had a firm belief that God
was able to bring them through. Similar to what was observed in Paul’s life, there is this
combination of power or persistence based on the resurrection and a willingness to serve
and sacrifice based on the incarnation (Phil. 2:1-11; 3:10-11; Eph. 1:19-23).
Hard Working
Pastors each had the attitude of a servant. Similar to Stevens’ description, they
understood that they were primarily God’s servants manifested in service to others. They
did not hesitate figuratively to wash the feet of the disciples. On the other hand, their
servant hearts did not negate their understanding of the power and authority inherent
within the office of pastor. These pastors understood their call to the church is one of
service given in the way Christ served.
In some ways these “helper roles” may have been done with ease for as Becker
points out these have been the traditional and, therefore, comfortable ways by which
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women have been able to serve the church. Becker warns that servant roles can create
situations where the women leaders’ actions are potentially detrimental to their
advancements (Leading Women 169). Similarly, Frankel cautions against women’s
propensity to be “doers” rather than leaders (88). The balance for their acts of service was
that they also had access to positions of power and leadership. The two most public
displays of positional authority are demonstrated in the running of board meetings and
the pulpit. The pastors showed significant authoritative leadership in those settings.
Intelligent
These pastors were described by their people with words such as intelligent,
smart, and wise. Some of the pastors did not have a high value of their own intelligence.
Their intuitive good leadership skills and innovative approaches to ministry were not
always self-affirmed, a finding similar to common feminist thought which found women
felt devalued when their knowledge base did not fit into the higher educational systems.
The pastors were uncertain about having anything to teach or offer to a dissertation study.
Three of them held a high school education as their highest degree. Their education
included the Nazarene district’s course of study for ordained ministry but also reflected
Belenky et al.’s findings that their learning has been moving along the trajectory of
silence, received knowing, subjective knowing, procedural knowing, and constructed
knowing. Also similar to Belenky et al.’s findings, these women expressed that their
knowledge base is experienced, named and confirmed within a network of relationships.
Most are very comfortable within their church settings to offer both biblical and life
practice teachings. These congregations have become safe places for them to preach and
teach. While they have much to offer people of all educational levels; their comfort in the

Paul 134
local setting may be that the educational levels were, for the most part, similar or less
than their own.
Parallels
The parallels of Collins’ leadership blend of humility and professional will were
evident in the lives of these leaders. The pastors and congregation struggled some with an
understanding of Christlike humility. The misunderstanding of humility as low selfesteem or servility was similar to the negative assumptions of the Greek culture in which
Paul’s letters were written. The humility evident in these pastors as in the case study of
Paul did not deny personal intelligence, giftedness, or abilities. Paul did, however, boast
about what Christ had done in his weakness. This kind of boasting was common among
the pastors. Each pastor consistently said all the growth and health of their churches was
the work of God.
In the writings of Sanders and Young a strong prayer life was also an indication
of a humble spirit before God (Sanders 15; Young 28). This was a strong value in each of
the pastor’s lives. When the pastors were asked about decision making or vision casting,
they described the initial phase as a season of prayer. The lay leaders also talked about
the significance of knowing when their pastors bring decisions items before the church
they are something over which she has prayed.
Furthermore, these pastors did not exhibit any desire to grasp after power. Similar
to the model of the incarnation explicated in Philippians 2 when Jesus did not think he
needed to take advantage of this equality with God, he did not consider it harpagmos to
be equal to God (Bockmuehl 129). While they were willing to serve the church in
leadership, they voiced awe that God would call them to this level of service.
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Professional will was clearly portrayed in the lives of these pastors. The
characteristic of persistence shows resoluteness to their leadership. The power to achieve
the mission of the church was being displayed both by their achievements and plans for
the future. They displayed a power similar to Forbes’ definition of spiritual power that,
“creates redeems, transforms, heals, unifies, strengthens, feeds, serves, resurrects, makes
whole and communicates” (180). Their persistence was focused on the mission and
achievements of the church. Becker talks about the power achieved through shared
mission. Even more so they did not seemed hesitant to use what Becker called the
“authoritative power,” “charismatic power,” and “coactive power” available to them in
their role as pastor (Becoming Colleagues 254).
Similar to Collins’ Level Five leaders, the pastors dreamed of what the churches
would be able to achieve even after they were gone. This professional will was also
displayed in a commitment to do the day-to-day work of leading an organization to
success. These pastors showed sign of making diligent good decisions that Collins calls
the cumulative process that brings great change (69).
Changes in worship style occurred in each of the churches, though the upturn of
the church occurred before those changes were implemented. Although changes in
worship style were significant in the ongoing growth and development of the church, they
were not the initial change agent from good to great. They reflect what Collins found in
the use of technology in the businesses he studied (11). These changes can accelerate the
transformation, but they do not cause the transformation.
Collins talked about the culture of discipline in the good to great companies.
Overall these congregations were highly committed, focused on the mission and largely
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engaged in action. Obviously with a large volunteer organization, this culture is not
owned by all who attend the church. Nevertheless, the congregation members who were
interviewed as well as those who filled out the questionnaires reflected these values.
A limitation to the parallel with Level Five leaders was in the ability to choose a
successor, something not generally a part of the Nazarene church system; hence potential
difficulty awaits these churches when the transition of leadership occurs. For these
churches to show sustainable growth and long term greatness they will need to
successfully evolve through a pastoral change. Other than Rev. Widdifield the other
pastors have served their churches for six years or less. While they have already exceeded
the average stay of a Nazarene pastor, in the dynamics of congregational change more
time is required to allow for some of the transforming principles to be fully integrated
into the life and structure of the churches. While knowing the significant leadership
qualities will be important for the churches in choosing their next pastors there are some
leadership characteristics not overtly known and yet vital to the ongoing growth these
churches have been experiencing. For example the congregations seem to be generally
aware of their pastor’s love, passion, and vision. They do not seem to be as aware of the
difficult decisions, conflicts, and persistence that have also been significant elements in
their leadership.
Congregational Dynamics
Congregational dynamics found as factors in the churches’ growth included a
good match of pastor and congregation, high trust of the pastor, loving congregation, and
children’s ministries. While these factors were significant, the congregations still viewed
pastoral leadership as primary in the transition of the church from good to great. The
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symbiotic relationship of pastor to congregation, especially one that is as small as each of
these churches were in the beginning of their pastors’ ministry, makes the importance of
a good match a vital ingredient. These areas of good match and high trust connect with
the before-mentioned love of the pastor for the congregation as well as the local origins
of the pastors. The additional factors that did not seem to relate directly to pastoral
leadership were the importance of being a loving congregation and children’s ministries.
The characteristic of being a loving church connects in important ways back to
the study of the incarnation. The study of the Christ hymn found in Philippians looked at
the significance of humility within the congregation to create unity (Phil. 2:1-11). This
commitment to love was expressed by several in the congregation as a willingness to let
go of the little things, avoiding any sense of territory, and holding on to the big picture of
what God wants to do in and through the church. Paul’s argument that unity based on a
Christlike self-sacrifice and humility attainable by the Church was evident in these
congregations. Congregational members reported that the tenor of the churches was love,
including love for each other and love for the people of their community. They
understood the importance of love being extended to all people as an extension of the
embrace of Christ. In reviewing the churches’ stories since the present pastors’ arrival, no
significant divisions, eruptions, or fighting had occurred thus enabling them to fulfill the
instruction in Philippians 2:2 to “be like minded having the same love, being one in spirit
and purpose.”
The importance of children’s ministries in the growth of the church is not
startling. While not a part of this study, the necessity for providing safe child care has
become an increased necessity in today’s setting. The intent of each church was to reach
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out to young families, which heightened the importance of effective children’s ministries.
Limitations of Study
One of the strengths of Collins’ work was that his research team was able to make
comparisons. This study did not include a comparison with churches under the leadership
of women who did not achieve “greatness.” Recruiting participants on the basis of their
“failure” rather than “success” would have also been difficult. Collins’ research team was
also able to study businesses of similar purpose that had been good and, instead of
becoming great, lost business. These comparisons strengthened the conclusions of what
caused the greatness. Comparison studies with male pastors of good to great churches
would have added strength to any conclusions that are gender based.
A strength and weakness of the study was that the work was primarily done by
one researcher. The strength is found in one researcher hearing all the interviews as well
as making on-site observations. As a result the collation of themes began to arise as the
interviews were progressing. The weakness is that if a team of researchers had done the
various interviews and come back with the same themes, interviewer bias would have
been lessened. A team of researchers reviewing the transcripts and questionnaires may
also have observed something missed by one researcher.
The responses in the questionnaires did reflect a social desirability bias. The
respondents tended to agree with anything that sounded positive. When looking at the
tabulations the clearly positive characteristics all received scores close to five. The desire
to present their church and pastor in a positive light was evidenced in the interviews as
well. The ministry leaders clearly loved their pastors and had, at times, an air of
protection in their answers. At one point one of the pastor’s husbands began to tell me a
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story of confrontation with a layman, she gave him a playful hit on the arm and said,
“Don’t tell her that story.”
I also received some feedback that some of the word choices in the questionnaire
may have been too sophisticated for the audience. Rev. Root had noted that her
congregation had some difficulty. A few times when I reviewed answers with the pastors
they were uncertain about the meaning of the characteristic. The pilot test of the
questionnaire was administered to people who were more educated than the average
member of any of the congregations. In retrospect the pretest would have been more
helpful if the questionnaire had been completed by people whose highest degree
completed was high school.
Future Research
Research in the future would enhance the findings of this study. Comparison
studies of churches led by women who did not move from good to great would enhance
the implications of the findings. Another comparison study of men who had led churches
from good to great would bring more significant conclusions. Also a study of churches
that have sustained significant growth through a pastoral change would add information
about some of the distinctions between the charisma of the pastor and the underlying
strengths of the church culture and leadership team.
Postscript
I began this study with a description of my desire to discover how women had
been able to fulfill their calls to pastoral ministry in the Church of the Nazarene as well as
how they led churches to become growing, healthy, and vibrant as communities. The
stories of these four pastors have enriched my foundational assumptions that God calls
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women as well as men and both have a vital place in the pastoral ministry. The four
women’s voices and stories continue to resonate in my heart and mind. I enjoyed the
connection I felt to each of them as well as the opportunity to point them to each other. I
sense that friendships have been discovered that will continue into the future.
These women have portrayed qualities that enhance my professional
development. They modeled the significant persistence and boldness demanded from a
woman in ministry. They were fearless in dealing with difficult times and issues. Images
of these pastors crossing fields in high heels, confronting unhealthy habits among their
staff members, and creating high accountability among their board members will
continue to feed me in tough times. They each modeled a life of pray that calls me to a
deeper relationship with our God. The source of their persistence, passion and love was a
deep relationship with God. They invited me into those intimate places where God has
called them by name, provided strength in weakness, wisdom in confusion, and vision for
the future. They saw possibilities in each of their churches that I would not have seen.
In my almost twenty years of ministry, I have often heard that I was an exception.
I would be affirmed for the singular ability to pastor a church, remain feminine, and
express great love for God. I am convinced that I am not an exception. Woman are living
out their call in churches across North America and beyond in the Nazarene system. I
now can say I am not an exception, and tell others about Vera, Tami, Laura, Katherine as
representative of all the Nazarene women pastors who quietly lead their churches in life
changing ways. I am also convinced that as the local church opens its doors more widely
to women, the stories of women leading good to great churches will only increase.

Paul 141
APPENDIX A
CHURCH SUMMARY REPORTS
Del City, Southeast Oklahoma District
Organized:1948
Current Status:Active

Location: South Central USA (SNU)
Predominant Culture: White/English-speaking

Decadal (1994-2004) Information:
Decadal Membership Growth:-28.21%
Annual Avg. Membership Growth:-2.06%
Decadal Worship Attendance Growth:-5.62%
Annual Avg. Worship Attendance Growth:2.69%
Decadal S.S. Attendance Growth:-32.35%
Annual Avg. S.S. Attendance Growth:-1.04%

Year
1971
1972
1973
1974
1975
1976
1977
1978
1979
1980
1981
1982
1983
1984
1985
1986
1987
1988
1989
1990
1991
1992
1993
1994
1995
1996
1997
1998
1999
2000
2001
2002
2003
2004

New
Nazarenes

Full
Members
12
11
25
18
2
7
7
6
17
4
8
0
4
10
4
7
1
1
5
1
13
14
13
9
4
13
23
3
0
6
6
3
8
2

AM
Att.
100
102
122
122
124
133
139
140
151
154
145
138
153
145
137
127
130
130
132
126
136
143
155
156
144
131
145
147
140
87
93
96
111
112

0
0
0
0
0
0
116
111
115
116
100
103
128
128
115
104
112
107
98
92
88
90
98
89
83
56
88
67
49
63
65
74
87
84

SS
Att.
93
94
126
115
94
107
114
108
113
106
95
101
124
125
114
102
108
102
103
108
98
103
111
102
103
57
77
56
49
63
67
68
70
69

PM
Att.

SS Off/
Teachers
0
0
0
0
0
0
0
0
0
0
61
78
87
81
78
76
78
74
65
47
45
48
56
57
44
35
40
33
24
33
50
39
40
36

Total
Raised
12 $28,135
12 $38,078
22 $33,318
30 $31,696
25 $36,332
23 $41,601
20 $51,718
24 $57,927
16 $58,924
18 $76,383
15 $79,325
15 $81,351
19 $114,212
18 $110,454
18 $128,808
13 $108,047
13 $121,741
19 $101,346
17 $94,278
14 $75,709
16 $85,048
14 $80,055
13 $78,401
16 $79,493
16 $77,340
17 $88,930
17 $104,971
16 $113,439
9 $91,228
11 $84,227
11 $87,341
12 $103,877
14 $97,210
12 $78,384
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Frankclay, Missouri District
Organized:1937
Current Status:Active

Location: North Central USA (MNU)
Predominant Culture: White/English-speaking

Decadal Membership Growth:13.64%
Decadal Worship Attendance Growth:60.00%
Decadal S.S. Attendance Growth:30.43%

Year
1970
1971
1972
1973
1974
1975
1976
1977
1978
1979
1980
1981
1982
1983
1984
1985
1986
1987
1988
1989
1990
1991
1992
1993
1994
1995
1996
1997
1998
1999
2000
2001
2002
2003
2004

New
Nazarenes

Decadal (1994-2004) Information:
Annual Avg. Membership Growth:1.38%
Annual Avg. Worship Attendance Growth:5.26%
Annual Avg. S.S. Attendance Growth:3.78%

Full
Members
0
0
4
2
1
0
0
4
0
5
5
14
8
0
0
3
0
0
0
0
1
0
1
2
1
2
0
2
0
1
0
10
3
4
3

AM
Att.
51
50
53
39
40
38
37
40
39
42
49
59
63
61
60
63
56
51
51
50
51
51
52
67
66
68
67
62
63
61
61
65
66
70
75

SS
Att.
0
0
0
0
0
0
0
0
83
55
70
85
76
65
56
45
56
41
35
44
45
44
38
47
45
42
40
38
40
39
43
54
62
65
72

PM
Att.
36
41
47
44
51
42
31
63
76
63
89
96
83
74
68
55
56
41
33
50
47
47
47
49
46
47
42
32
38
43
37
46
51
55
60

0
0
0
0
0
0
0
0
0
0
0
33
35
30
25
25
30
20
35
34
35
35
30
29
26
25
25
22
16
28
26
27
23
26

SS Off/
Teachers

Total
Raised
9
10
9
10
10
9
10
9
5
6
7
11
11
12
11
12
11
6
9
11
11
10
12
12
12
12
9
9
10
6
8
8
9
12
12

$8,164
$10,650
$10,247
$9,305
$12,746
$11,552
$10,418
$17,224
$18,124
$18,704
$19,167
$29,708
$28,630
$27,022
$24,364
$19,665
$23,998
$25,056
$22,504
$32,675
$32,068
$34,521
$31,044
$38,053
$42,968
$38,722
$45,910
$40,949
$40,937
$32,951
$50,053
$65,850
$64,251
$80,246
$104,391 Y
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Princeton, Northwestern Illinois District
Organized:1967
Current Status:Active

Location: Central USA (ONU)
Predominant Culture: White/English-speaking

Decadal (1994-2004) Information:
Decadal Membership Growth:263.04%
Annual Avg. Membership Growth:15.16%
Decadal Worship Attendance Growth:213.79%
Annual Avg. Worship Attendance Growth:17.36%
Decadal S.S. Attendance Growth:114.29%
Annual Avg. S.S. Attendance Growth:17.09%

Year
1970
1971
1972
1973
1974
1975
1976
1977
1978
1979
1980
1981
1982
1983
1984
1985
1986
1987
1988
1989
1990
1991
1992
1993
1994
1995
1996
1997
1998
1999
2000
2001
2002
2003
2004

New
Nazarenes

Full
Members
1
0
1
8
7
5
3
0
2
3
0
0
2
0
1
2
2
2
3
2
7
7
4
5
0
1
0
2
11
7
14
30
23
31
24

AM
Att.
25
26
29
40
44
51
54
52
54
56
52
49
46
45
43
43
45
49
51
53
54
58
64
54
46
41
43
44
51
60
55
80
113
143
167

0
0
0
0
0
0
0
62
62
53
42
45
35
34
31
45
43
49
53
54
66
71
70
48
58
49
30
55
74
66
69
81
104
170
182

SS
Att.
46
66
53
55
50
59
66
60
56
46
41
41
35
35
30
37
37
40
41
36
50
59
54
39
49
37
20
51
57
48
73
84
91
97
105

PM
Att.
0
0
0
0
0
0
0
0
0
0
0
28
23
21
21
25
20
18
19
24
36
32
34
24
12
8
0
24
26
28
39
55
64
90
84

SS Off/
Teachers

Total
Raised
7
8
7
9
7
9
9
8
8
8
6
7
6
7
7
7
7
7
8
9
11
9
10
7
10
10
6
9
21
10
0
84
10
8
8

$8,845
$10,634
$12,239
$14,862
$16,503
$17,905
$20,518
$23,797
$26,981
$24,284
$23,399
$23,049
$26,576
$24,561
$29,677
$33,984
$34,872
$27,510
$37,962
$54,852
$62,531
$51,550
$40,112
$40,518
$42,208
$39,212
$30,179
$35,704
$52,497
$77,413
$61,301
$76,709
$107,672
$145,998
$229,015
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Cary Penny Road, North Carolina District
Organized:1985
Current Status:Active

Location: Southeast USA (TNU)
Predominant Culture: White/English-speaking

Decadal (1994-2004) Information:
Decadal Membership Growth:147.67%
Annual Avg. Membership Growth:9.62%
Decadal Worship Attendance Growth:121.35%
Annual Avg. Worship Attendance Growth:8.44%
Decadal S.S. Attendance Growth:100.00%
Annual Avg. S.S. Attendance Growth:7.36%

Year
1985
1986
1987
1988
1989
1990
1991
1992
1993
1994
1995
1996
1997
1998
1999
2000
2001
2002
2003
2004

New
Nazarenes

Full
Members
14
7
8
3
15
0
14
6
9
10
18
11
14
19
14
10
18
20
11
24

AM
Att.
23
28
35
42
47
45
61
68
77
86
101
114
135
152
164
168
181
194
200
213

28
34
36
52
58
52
58
75
77
89
100
108
117
126
136
132
141
170
193
197

SS
Att.
28
30
29
44
51
47
47
59
60
69
75
80
85
91
89
90
100
123
130
138

PM
Att.
0
13
17
29
30
34
31
39
38
46
53
56
56
50
61
62
66
77
84
87

SS Off/
Teachers

Total
Raised
3
6
6
9
7
8
8
12
11
11
13
13
16
16
17
18
18
20
22
21

$13,632
$28,690
$34,944
$46,800
$54,094
$53,654
$94,152
$109,993
$94,750
$107,758
$87,823
$149,168
$150,772
$193,896
$316,345
$286,198
$335,104
$312,276
$303,480
$453,279

New Church Sponsorship and record of Budgets Paid are sometimes incomplete. Contact the Office of the General
Secretary to have the record updated.
SOURCE: General Secretary's Annual Reports, compiled by the Research Center, Church of the Nazarene.
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APPENDIX B
LETTER TO SENIOR PASTOR
Dear Rev XXXXXXXXXX,
I want to thank you for your willingness to participate with me in my dissertation
for the Beeson Doctor of Ministry Program. As we spoke over the phone the purpose of
the proposed research is to investigate the potential common qualities of women
Nazarene pastors who have led churches from one level of functioning to a new level of
life and vitality (good to great). I believe that this is not only an interesting study
regarding leadership qualities but it also is an opportunity to hear some of the stories of
women pastors. These stories are vital to informing the church of God’s awesome power
at work in all people. I am excited about the opportunity to study your ministry and learn
from your example.
The study will involve three sources of information:
The first is the collecting of information from various data sources. If there is a
church history available that would also be helpful to receive. Some of the data collection
regarding your church has been attained through the General Church of the Nazarene.
The second is through the administration of surveys. These surveys will be mailed
to you with instructions for the process of distribution and collection. These surveys can
be distributed to active members of your congregation (they do not necessarily have to be
members of the Church of the Nazarene) during Sunday School classes, small groups and
other events if you so designate. I will be providing a video which can be shown ahead of
time so that people understand something about this study.
The third data source is through phone and personal interviews. These will be
done with you the Senior Pastor and five of your Board members and/or lay ministry
leaders. The ideal board members/lay ministry leaders will be those who have served in
their leadership role for at least two years and have been members of your church for at
least four years. It would also be best if there was a mix of men and women. The
interviews will be done by me. I will be contacting you regarding setting up the times for
these interviews.
If you have any questions please do not hesitate to contact me at 781-585-3419 or
e-mail at _____________. Thanks again for your help and kind support.
Sincerely,

Mary Rearick Paul
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APPENDIX C
SENIOR PASTOR INTERVIEW QUESTIONS1
Grand Tour Questions:
1. Tell me about your call into ministry. Describe your journey of naming and
embracing that call.
2. Describe your first church. How would you describe the ways you grew as a
pastor?
3. How would you describe the mission of your church?
4. Was there a time at your current church when you hit a roadblock? What was the
roadblock? How were you able to overcome that roadblock? (If she has pastored
more than two churches, similar questions would be asked regarding each
church.)
5. What have been some of the most challenging issues you have faced as a senior
pastor?
6. What have been some things you and the church have attempted that didn’t work?
How did you manage them?
7. What do you see as the major factors that contributed to or caused the growth
during these last few years? Could you please elaborate on the (top two or three)
factors? Can you give me specific examples that illustrate the factor?
If this information is not clear ask:
8. Could you briefly give an overview of your relationship to the church, years
involved, and primary responsibilities held?
Potential Probe Questions:
a. How did you engage the congregation in moving through the various changes that the
church experienced under your leadership?
b. To the best of your recollection, when did the church begin to make the key decisions
that led to the transition (what year, approximately)? What sparked the decision to
undertake a major transition?
c. Referring to questionnaire answers, ask specific questions about characteristics that are
listed as highly significant. What does that characteristic mean to you?
d. How would you describe the support you have received from your district?
e. On a scale of 1 to 10, what confidence did you have in the decisions at the time they
were made, before you knew their outcome? (Ten means you had great confidence that
they were good decisions with high probability of success. One means you had little
confidence in the decisions; they seemed risky.)
[If had confidence of 6 or greater:] What gave you such confidence in the decisions?

1. Interview questions based on those used for Jim Collins’ book Good to Great (239-41).
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f. How did the church manage the common fears regarding the cost of change? Was this
an issue? In what way?
g. How would you describe your role in this church’s life during your time as pastor?
h. Can you think of one particularly powerful example or vignette from your experience
or observation that, to you, exemplifies the essence of your church’s transition into the
next level?
i. Were there programs that you stopped doing during the time of transition?
j. Was there any new church staff positions created during the time of transition?
k. How do you understand the terms of authority and power with your leadership? Are
you comfortable with these words being applied to your leadership?
l. I’d like you to think of a leadership event that has a substantive quality. By this I mean:
x the activity illustrates a strong value in your leadership philosophy (ie.
empowering the laity)
x the activity is significant in the direction you are leading the church (ie. a change
in a program because of a philosophical change, a church board decision that you
understand as significant)
x an interaction with a staff member or ministry leader that demonstrates your style
of style of leadership
1) What precipitated this moment: was it planned? Was it spontaneous? Did you
anticipate this encounter and prepare, or was it a surprise?
2) What were some of the determining factors in your leadership decision? Were your
words and actions reflections of a philosophical commitment or a predetermined goal
for the church? If so what are these? If not, what were some of the underlying factors
in your leadership?
3) How comfortable were you in the midst of this leadership moment? If confident,
why do you think you felt that way? If uncertain? Why do you think you felt that
way?
4) How would you describe your own attitude during this substantive moment? What
kind of characteristics of leadership did you display? Were you comfortable with
these attitudes or characteristics or do you wish you had been able to display
different ones? If so what would they be?
5) What aspects of your leadership in these moments reflect your own strengths? What
aspects of your leadership in these moments reflect areas of needed growth?
Are there any questions we didn’t ask but should have?

Paul 148
APPENDIX D
MINISTRY LEADER INTERVIEW QUESTIONS
Introductory Question:
Could you briefly give an overview of your relationship to the church, years involved,
and primary responsibilities held?
Grand Tour Questions:
1. How is your church different now than it was before Pastor () arrived? How
would you describe your church now?
2. Describe a time when your church seemed to hit a roadblock? What was the road
block? How were you able to overcome that roadblock?
3. How would you describe your pastor’s leadership during difficult times?
4. What are some ways in which you perceived the pastor engaging the congregation
in the process of change? What was the process by which the church made key
decisions and developed strategies during the transition period— not what
decisions the church made, but how did it go about making them?
5. Did you try anything during the church’s transition that didn’t work? How did
you handle that challenge?
6. Could you tell me what you consider some of the significant factors in your
church’s recent growth? Can you give me specific examples that illustrate the
factor?
Potential Probe Questions:
A. How would you describe the mission of your church?
B. How did the pastor’s vision become owned by the congregation?
C. Did the church make a conscious decision to initiate a major change or transition
during this time frame?
D. Do you think your pastor’s gender affected the congregation’s response to her
leadership?
E. How would you describe your senior pastor’s style of leadership? (circle the number
next to the description which they state best represents their senior pastor)2
F. How would you describe the characteristics of your church? What helped to create
those characteristics?
Are there any questions we didn’t ask but should have?

2

Categories are from Collins’ five levels of leadership (20).
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APPENDIX E
CONGREGATION QUESTIONNAIRE

The following questionnaire is being used in a study of Nazarene churches that have
grown above the national average over the last three years. Your participation in
this survey is greatly appreciated and your identity will be kept confidential. As a
token of the researchers [sic] appreciation 25 cents for each returned questionnaire
will be donated to a fund designated by your pastor.
Demographic Questions
1. Gender
male  female
2. Marital Status

married  single  sep/divorced  widowed

 other (please specify)________________
3. If you have children, how many live in your home? _____
4. What is your age?

30 or younger  31-40 41-50 51-60 61 and over

5. How long have you been attending this church? _____
6. Name of your church__________________________________
7. Where did you receive this questionnaire:
small group

Sunday school class

other (please specify)_________________________
Questions for Factors contributing to Church transition
8. In your own words what is the main focus of your church?

9. Was there any particular church decision that you feel was vital in the recent
growth your church has experienced?
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10. Was there any program initiated that you feel was vital in the church’s growth?

11. Please indicate the extent to which each of the following items seem significant to
the growth of your church by circling the appropriate number by each phrase.
5

4

3

2

1

Highly

Somewhat

Neutral

Somewhat

Highly

Significant

Significant

Insignificant

Insignificant

x

Accessibility to community (physical plant).............. 5 4 3 2 1

x

Active involvement in community............................. 5 4 3 2 1

x

Children’s ministries .................................................. 5 4 3 2 1

x

Facilities (the buildings used for Sunday worship).... 5 4 3 2 1

x

Lay ministry leader .................................................... 5 4 3 2 1

x

Outreach events ......................................................... 5 4 3 2 1

x

Pastor leadership ........................................................ 5 4 3 2 1

x

Pastoral staff ............................................................... 5 4 3 2 1

x

Recovery groups ......................................................... 5 4 3 2 1

x

Reputation of welcome .............................................. 5 4 3 2 1

x

Small groups ............................................................... 5 4 3 2 1

x

Teen ministries ........................................................... 5 4 3 2 1

x

Vision statement ......................................................... 5 4 3 2 1

x

Worship style .............................................................. 5 4 3 2 1

12. How important is the senior pastor’s leadership in the growth of the church?
(circle one of the following)

4-highly significant
3-somewhat significant
2-somewhat insignificant
1-highly insignificant
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13. How important is lay ministry in the growth of the church?
(circle one of the following)

4-highly significant
3-somewhat significant
2-somewhat insignificant
1-highly insignificant
14. How important is the church staff in the growth of the church?
(circle one of the following)

4-highly significant
3-somewhat significant
2-somewhat insignificant
1-highly insignificant
15. Does the senior pastor articulate the main focus of the church when speaking
about the future? (circle one of the following)
always

often

seldom

never

16. Consider each characteristic or description listed. Would you agree/disagree that
it describes your Pastor? (circle a number from one to five that best states your
opinion)
5

4

3

2

1

Highly Agree

Somewhat Agree

Neutral

Somewhat
Disagree

Highly Disagree

x

Accurate sense of self ................................................ 5 4 3 2 1

x

Affirming ................................................................... 5 4 3 2 1

x

Ahead of the times ..................................................... 5 4 3 2 1

x

Ambitious ................................................................... 5 4 3 2 1

x

Angry ......................................................................... 5 4 3 2 1

x

Articulate .................................................................... 5 4 3 2 1

x

Bold ............................................................................ 5 4 3 2 1

x

Behind the times ........................................................ 5 4 3 2 1

x

Blunt ........................................................................... 5 4 3 2 1
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5

4

3

2

1

Highly Agree

Somewhat Agree

Neutral

Somewhat
Disagree

Highly Disagree

x

Compassionate ........................................................... 5 4 3 2 1

x

Delegator .................................................................... 5 4 3 2 1

x

Emotional ................................................................... 5 4 3 2 1

x

Empowering ............................................................... 5 4 3 2 1

x

Encouraging ............................................................... 5 4 3 2 1

x

Extrovert .................................................................... 5 4 3 2 1

x

Friendly ...................................................................... 5 4 3 2 1

x

Funny ......................................................................... 5 4 3 2 1

x

Godly ......................................................................... 5 4 3 2 1

x

Gracious ..................................................................... 5 4 3 2 1

x

Great communicator ................................................... 5 4 3 2 1

x

Humble ....................................................................... 5 4 3 2 1

x

Intelligent ................................................................... 5 4 3 2 1

x

Intense ........................................................................ 5 4 3 2 1

x

Introvert ...................................................................... 5 4 3 2 1

x

Kind ........................................................................... 5 4 3 2 1

x

Loving ........................................................................ 5 4 3 2 1

x

Mild mannered ........................................................... 5 4 3 2 1

x

Modest ....................................................................... 5 4 3 2 1

x

Organized ................................................................... 5 4 3 2 1

x

Persistent .................................................................... 5 4 3 2 1

x

Quiet ........................................................................... 5 4 3 2 1

x

Relaxed ...................................................................... 5 4 3 2 1

x

Relational ................................................................... 5 4 3 2 1

x

Reserved ..................................................................... 5 4 3 2 1

x

Resolute ...................................................................... 5 4 3 2 1

x

Seeks Praise ............................................................... 5 4 3 2 1
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5

4

3

2

1

Highly Agree

Somewhat Agree

Neutral

Somewhat
Disagree

Highly Disagree

x

Smart .......................................................................... 5 4 3 2 1

x

Self-effacing ............................................................... 5 4 3 2 1

x

Sensitive ..................................................................... 5 4 3 2 1

x

Understated ................................................................ 5 4 3 2 1

x

Visionary ..................................................................... 5 4 3 2 1

Is there any other information regarding your church’s recent growth that you would like
to add?

Thank you for your time and consideration in filling out this questionnaire.
If you would like to contact the researcher you can reach her at
pastormary@adelphia.net
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